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The articles coaprising this double issue of Impact

evolved from several sources, one of which was the National
Conference on Program in Career Guidance, Counseling, and Placement,
sponsored by the Missouri State Department of Education. The purpose
of the conference was to bring together a local school guidance
director and a guidance superviso:r from each of the 50 states to
develcp individual state mcdels for programs in career guidance,
counseling, and placement. The major conference presentations, as
well as proceedings of a panel discussion, are included in this
issue. Other speeches and papers included in the magazine are from
other conferences, meetings, and workshops which help *round out®"
what the editors feel to be a strong and careful look at some of the
important ideas, concerns, and issues facing career development
today. Regular magazine departments also featured are Quotes,
Flashes, Research Findings, Exemplars, Consultations, and New

Resources.
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Career Education: The Ontario-Montclair 5

School District K-8 Model
by Luciie T. Robinson

Although the fccus here 1s on the total career education program rather than
only on career guidance, this paper provides an excellent exampie of the
systems approach described by Miller.

The Role of Assessment in Career 15
Guidance: A Reappraisal
by Daie J. Prediger

As a former counselor educator and as director of the Development Re-
search Department of the American College Testing Program, Dr Prediger
nas had an opportunity to view testing instruments, research, and practices
from many angles. He evaluates testing in ight of current theones of career
development and decision-making and offers ideas as to how assessment
can be integrated into career guidance in a more meaningful way.

Occupational Choices of Girls 22
by Esther E. Matthews

A speech by the president of the National Vocationai Guidarice Association
suggesting ways that counselors can educate themselves to women's
needs and encourage vocatioal predispositions in giris-offening them not
only morai support but a strong factual basis for making career decisions
and preparation.

Career Guidance and Special Populations 26
by Theima Jones Vriend

The unique hife-situations of minanity students and students from working-
class backgrounds have speciai imphications for guidance programs and
counselors. In this paper, first presented at the 1973 APGA//mpact
Workshop 1n Ann Arbor, the author explores these implications and pro-
poses relevant strategies and directions for career guidance

Designing Career Guidance Programs for 30

Secondary Schools
by Juiiet V. Miller

In this paper, presented at the Impact /APGA/ERIC-CAPS Pre-Convention
Workshop in New Orleans last Apnil, the author outlines the systems ap-
proach to developing a career gutdance program This model offers a
systematic means of matching program goals, objectives, and strategies to
iocal student needs and provides an on-going basis for program design,
implementation, and evaluation.
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Career Center Implementation and Evaluation 32
by Thomas J. Jacobson

The career guidance center 1s a recent addition to school counseling pro-
grams that provides students with a variety of career oriented services,
including counseling, placement, and career information. This article offers
acomprehensive profile of student users of one “career center” in a Cahtor-
nia secondary school.

New Vistas for Career Development: 40
National, State, and Professional Developments
by Carl McDaniels

In this paper, presented at the 1974 APGA/impact Pre-Cou.ention Work-
shop 1nNew Orleans, the author outlines the support given to career educa-
tion from the national and state governn.ents and from professional organi-
zations Specific programs, legislative acts, and organization positions are
discussed.

Perspectives for Staff Development in 54

Career Guidance Programs
by Earl J. Moore

In this presentation Dr Moore examinas some of the major 1ssues and
perspectives that need consideration prior to the planning and implementa-
tion of a staff develoment program Among these are trust development,
basic program ortentation, and a rethinking of the purposes of career gui-
dance i1n a contemporary educational context.

Placement—An dutreach for Siudents 59
by Lillian Buckingham

Inthis speech, Litiran Bluckingham, Coordinator of Placement for the Balti-
more, Maryland city schools. expresses the view that placement 1s an
edention of guidance, 1t must prepare youth to accep! the realities of
adulthood by rmalang several options available She supports this view with
case study examples of how the Baltimore schools have helped students
make the transiticn to the world ot work in a supportive and useful way.

Conference Roundtable 64

Many of the speakers at the National Conference on Career Guidance,
Counseting and Placement took part in this lively pane! discussion which
summarizes and refines many of the questiors and 1ssues raised throughout
the conference




Out-of-School Resources 7
Development, Utilization and Coordination

by Harlan Powell

From the vantage pont of a publfic welfare professional. trained 1n social
work and experiencad in juvenile group work, Harlan Powell offers some
especially useful community resource utilization strategies and vivid 1lfust-
rations of how such a program was implemented n the state of Oklahoma
The key to a successful project of this sort 1s a Service Coordinator whose
responsibihities run the gamut from “leg man™ to system-wide policymaker

Selecting Resources and Materials: Like Fine 77
Wine
by Garry R. Walz

Selecting the best possibie resouces 1s somewhat analagous to wine tes!
ing As partof the selection process. the counsejor needs to 100k continually
at the substnace. clanty and suitadiity of available resources In this pre-
sentation Dr Walz 1dentifies his “vintage choices of program ideas. re-
sources and matenals

Career Guidance: New Wine in New Skins 81
Developing and Using State Level Career Guidance Program Guides

by Norman C. Gysbers

Are state career guidance program guides a viaole resouce or do they
straitjacket local school creativity? This is justone of the issues Dr. Gysbers
takes to task in tius presentation on successful coping with and implementa-
tion of focal programs developed by state planning bodies He discusses
not only problems but hoped-for future outcomes.

The Logics of Planning Career Guidance, 83
Counseling, Placement and Follow-up Programs
by G. Brian Jones, et al.

This speech 1s based upon a report issued by the American Institutes for
Research of Palo Alto. Califorma 1t outlines aiternative approaches to
career development programmung and details the activities and resources
needed if the planner chooses to follow a course of comprehensive program
development.

Futuristic Images of Career Development 96
by Garry R. Walz

In this closing presentation Dr Walz examines such problems as choice
prohferation, informational overkill. diminishing values and other “future
shock” phenomena that are causing social and emotional disequilibrium,
and thus, create a mandate for guidance to reorient its approach to the total
life career developmental process.
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About This Issue

Once again/mpact s pteased to offer its
readers a double issue— Impact Vol 3
Nos 3 and 4

The interest, concern and activty inthe
area of caree developmentis nosecret In
fact sinceitsinception/mpact has offered
its readers an issue wth its major focus on
career development in every voiume year
This year however with ERIC-CAPS and
Impact’s greater involvement with meet-
ings conferences and workshops we
found it desirable to focus two 1ssues on
thus high prionty area

The major articles compnsing this dou-
ble issue evolved from several sources —
a Michigan Vocational Guidance Associa-
tion Meeting, the National Conference on
Programs in Career Guidance. Counsel-
ing and Placement. and the APGA -
Impact-ERIC'CAPS Career Development
Workshops

St Louis. Missourr was the site for the
iNational Conference on Programn Career
Guidance. Counseling and Placement,
February 25-27. 1974 Sponsored by the
Missoun State Department of Education,
its purpose was to bring together a locat
school guidance director and a gurdance
supervisor from each of the 50 states to
develop indmvidual state models for pro-
gramsin career gurdance. counseting and
placement

Interspersed with presentations by ex-
perts in career development, participants
worhed on developing modei programs to
be used as a foundation for workshops,
conferences and.or in-service training for
counselors in their own states

We discussed the possibifity of includ-
ing this conference In an issue of Impact
with Charles Foster. Director of Guigance
Services forthe Missour State Department
of Education and co-director of the confer-
ence He agreed that people who were not
in attendance might gain considerable
benefit from the 1deas and discussions
that occurred there,

One of the requiren ents for participa-
tion in the program was that paricipants
from local schools agree to report on the
implementation of their model programs
by June 30. 1974, these reports to include
therr strategies for working with school and
community personnel. State guidance
supervisors attending the cenference ag-
reed to follow up the development and im-
plementation of the state models, dis-
seminate information to other state
schools about the program. and offer train-
iNg to other local school guidance staffs
They also agreed to submit evaluations of

the local model and of thie in service train-
ing of other local schools staifs by July 15,
1975 ERIC CAPS intends to follow up the
programs deveioped oy the participants to
discover how they used the resources and
ideas in their proposals, and to present at
a later ime a summary of the various ap-
phications of the workshop learnings
through program implementations

In addition to the major presentations
gwven at this conference we have aiso in-
cludedthe proceedings of apanel discus-
sion which although not part of the official
conference took place in a separate loca-
tion while the participants were involved in
therr task groups

The pre-convention workshop and its
western counterpart hetd in Anaheim,
California were designed to enliven and
expand the ideas, resources, and skills of
those involved in career planning and de-
velopment. The papers by Juliet Miller and
Carl McDaniels were presented in New
Orleans, those by Luciile Robinson and
Thomas Jacobson in Anaheim

A speech given by Esther Matthews at
the 1973 Michigan Vocational Guidance
Association along with Thelma Viiend's
presentation from the 1973 APGA-In.pact
Workshop held in Ann Arbor are also in-
cludedto “round out” what we feel tobe a
strong and careful ook at some of the im-
portantideas. concerns and i1ssues facing
career development today

Q
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Quotes

If. . . asked, ten years ago, whom to read to
find out what America was like, or was
going to be like, | would unhesitatingly
have said, "Read Mark Twain,” . . . | don’t
think 1 would say read Mark Twain today. |
think | would advise a young person to
read Balzac Findout whatit's liketo livein
a society where, if you want to be a proies-
sor, you wartuntil the manwho is professor
dies. Then the 15 of you who want the job
compete in various ways. .

Danlel P. Moynthan
Sociologist
Speech at Andover Acadamy

L dun t du huusewotk Life 15 toc short,
dhd i mtoomuch of a puntan if you wantto
ldke d yedrio write a book you have totake
that year or the year will take you by the
hai and pull you toward the grave Let the
grassdie  There are all kinds of ways to
hve You can take your choice You can
keepa tidy house and when St Peter asks
you what you did with your hie you can
say | kept a tidy house | made my own
cheese balls

Annie Dillard

FAT th 2o g Firae 1 teen
The sailor tells of storms, the farmer of
fields, the soldier coun's his wounds. the
hund his sheep. | sing the lesser song of
bedroom strife Let each devote his day to

his own art

Propertius
258C

A schizophrenic perceives a chair, and the
appeal of the charr is so powerful and the
patient 1s so weak in his being that he 1s
compelied to sit down The healthy man
would have the freedom to respond to the
challenge of the chair in whatever manner

he thinks best
Medard Boss

Ot st L gy e nGthet Yy

it 1s also imprudent o fall sick or die
between 6 00 pm on a Friday evening
and 9 00a m ona Monday morning H you
fall sick between those hours you may get
no medical attention and if. 1n consequ-

ence. you die. you will certainly not be
abie to get youself buned ull Monday
comes Transiate this meticulous two
days’ blackout into a five days’ one, and
you have the world of the future.

Arnold J. Toynbee
Crarngee ard 3.0 ¢

I'm glad you weren't a singer or a dancer
Popwaswise in that The image held of the
blacks in this part of the world 1s that we
are proficient in but one or two areas only,
the service trades or the physical enter-
tainment fields (singers, dancers, boxers.
baseball players) Would you hike to sup-
port the theory that we are good for nothing
out to serve or entertain our captors?

George Jackson
ieller 10 s mother
Fre 9,500 Letters of Geprge Jackson

Most people’s work has noconnectionwith
any kind of meaning, with life There's no
longer the i1dea of a calling—work 1s just
something you do etght hours a day. and
then you go and do something else

Studs Terkel

antit SWerkerg Puoy e T gie ALt What $hiey 00 AltDay and
o Irey Foel ALoLVIRat They Do

1974

To the extent that the super-specialist of
today's world carnes this way of doing
things over nto his personal life. he re.
mains a specralist in the art of living as
well as a speclalist in making a living.

-Insanh R. Royce
Ttax Encapsataied Man
1964

The woman today who banks ontaking her
identity from hier husband can wind upwith
no identty at all —and, in some cases. no
husband :

F.N. Schwartz, M H. Schifler & S.S.Gillotti
iy s g Ve e WWPen Yo r Husbam! & Aganst & Your
e Saenp O Erouge A g There y Natesy Yo Lar Do
Anyhox

1972

Perhaps  long hours are the result of a
fondness for work. rather than for the in
come in which work results Compulsive
work may be substituted for compuisory
work A stil greater number of people.
perhaps, are work maiidcs. who lry 1o
keep haunting. disturbirg thoughts at a
chistance

Staffan B. Linder

Tre harr et ones e Class

1970

My work is the only ground I've ever had to
stand on | seem to have a whole super-
structure withno foundation—but I'm work-
ing on the foundation

Mzriiyn Monroe

Editorial Note

Impact frequentiy reprints state.nents that
represent provocative, if not extreme,
views as a means of sensitizing readers to
important issues or developments that are
relevant to the work of those with helping
responsibilities. Occasionally, these
statements may seem to contam political
references or to have pohtical connota-
tions. We wish to emphasize that nerther
by design nor intent does Impact take
stands on paolitical 1ssues or questions or
evaluate political figures. The basis for in-
clusion of items 1s determined solely upon
the utility of the mformation for the perfor-
mance of professional responsibilities
and activities and any attempt to draw n-
ferences regarding political views 1s in-
appropriate and unwarranted.

If you have an alternative view, a
comment, a criticism, or a com-
pliment, let us hear from you. Your
feedbaqk on our articles and ideas,
your direct experience and in-
sights, can lend an added impact
to what we present. To react, write:

Impact, P.0. Box 635, Ann Arbor,
M1 48107.
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Career education became a reality in the Ontario-
Moantclair School District (California} when the Title !if
project entitled “Matching Attitudes and Talexnts to
Career Horizons” (MATCH) was approved by the State
Department of Education. The project, still in the plan-
ning stage, will be implemented in grades kindergarten
through eighth in two K-6 schools and one intermediate
school in September, 1974.

The MATCH project is an innovative, interdisciplinary
approach to the teaching of career education, K-8, that fits
relevant curriculum and appropriate teaching strategies
to the student’s needs, abilities, and skills. The project, in
general, will infuse career education concepts found in
the various curriculum areas and weave these concepts
into the social science-language arts (English) cur-
riculum in particular.

In order to assure a coordinated program through the
grades, sub-committees composed of writing teams will
recommend curriculum that has scope and sequence. In
addition. the writing teams will develop activities for
reinforcing concepts, recommend teaching strategies,
provide inservice units on counseling and guidance and
develop criterion measures to assure individualization
and continuous growth.

Needs Assessment

Comprehensive program planning is basic to the im-
plementation of any new program and begins with the
needs assessment. A needs assessmeent is exactly what it
says it is, an assessment of needs—all needs. The com-
prehensiveness of the assessment is the springboard to
program planning. A list of needs might include the fol-
lowing:

School Records :
-survey of school population showing student
population by grade level, number of families
represented, and family economic level
-jobs held by adult members of family
-ethnic profile
-language of parents
-mobility rate

Educational Profile
-previous school performance of students ac-
cording to standardized and/or criterion refer-
enced tests
-teacher opinion

Instructional Program
-curriculum offerings and schedules
-class size
-degree to which present program offers an
individualized, diagnostic approach
-record keeping for continuous progress

Health
-type and amount of health services provided
students
-available school personnel
-community/county/state resources

Parent Education
-existence or availability of parent education
-parent need
-available facilities

Parent/‘Community Involvement

IToxt Provided by ERI

-existing parent/community involvement
-parent/community interest
-community advisory committee
-human resources
-particular talents
-community business/industry resources
Staff Development
-existing staff development program
-inservice needs
-availability of library materials
-university or college offerings
District Cupport
-survey and 2nalysis of district resources
-availability and types of consultant, guidance,
health, etc. services
-district goals and objectives

Data from the needs assessment provides the discrep-
ancy information, which in turn leads to the writing of
performance objectives. In the case of the Ontario-
Montclair School District project, Title Il guidelines
were followed. Examples of the paper work are given to
illustrate the thinking that occurred between the discrep-
ancy aad objective statements.

Three steps will be discussed: (1) the rationale for the
needs assessment which results in discrepancy data sup-
ported by documentation; (2) the solution statement
which results from the discrepancy between the problem
and the desired condition; and (3) the objective statement
together with evaluation specifications including major
activities for each objective and the evaluation specifica-
tions for each activity.

The three examples cited are representative of objec-
tives in the instructional component for primary, middle,
and upper elementary grades. This component has a total
of eleven objectives. These eleven objectives, however,
do not comprise the total number of objectives written.
They are the objectives written for the instructional com-
ponent only. The Ontario-Montclair School District iden-
tified seven components in addition to that of instruction
in order to round out the proposed project. They include:
(1) curriculum development, (2) learning materials de-
velopment, (3) staff development, (4) counseling and
guidance skills development, {5) community involve-
ment, (6) measurement instrument(s) development, and
(7); media center development.

These additional components also have identified ob-
jectives together with evaluation specifications. Major
activities together with evaluation specifications are in-
cluded for each objective. A brief run-down of the com-
ponents will establish the rationale for the Ontario-
Montclair career education program.

Instructional

The instructional component is intended to identify
the instructional curriculum that the needs assessment
has uncovered. In particular, it pinpoints the “whats,”
the concepts to be taught, and spells out the “hows,” the
spots at which career education concepts will be inserted
into the K-8 curriculum. This component established the
direction the curriculum will take.

At the early elementary level this curriculum will em-
phasize self awareness as well as career or occupational
awareness. The focus upon self allows each student to

IMPACT VOL 3.NO 34




explore and discover his own abilities, characteristics,
needs. wants, and values. A little later the student will
also explore the abilities, characteristics, needs, wants,
and values of others in their own as well as other cultures
to see similarities and differences in changing sets of
circumstances.

Placing the awareness of self in a realistic work-a-day
world, which includes contrasts, will acquaint students
with the vali.es of work-oriented society while exposing
students to a variety of jobs and the reason for the exis-
tence of jobs. The imposition of a set of work values is not
an objective of the curriculum, but the development of
individual work values is. The acquisition of a value
system is dependent upon the student’s familiarity with a
variety of work values and understanding the consequ-
ences of such values upon himself and others.

Hoyt!.et. al., summarizes the purpose of career educa-
tion in the elementary school to be that of seeking a more
balanced view of work and its relationships to life:

Atthe elementary school level, the prime purpose ot career edu-

cation is to help students become aware of the occupational

world. helping them to become familiar with the values of a

work-orietited society and to incorporate such values into their

personal values structure. Vocational skill training, at this level.
exists primarily for motivaticnal purposes ...

tHoyt, Kenneth B.. et al.. Career Edacation (Salt Lake City. Utah: Olympus
Publishing Company. 1972). 84,

Hoyt? further states that career education at the junior
high level emphasizes occupational exploration, but that
such exploration

has as its prime purpose. the teaching of students the basic

vocational skills which have applicability to broad families of

occupatio and helping students decide. from among such broad
families. those that they may want to study further during the
senior high school year.

In 1968, the United States Office of Education iden-
tified fifteen occupational clusters for consideration of
junior high school students. The USOE cluster model
recommends that a student select an occupational cluster
for indepth study in order to acquire an entry-level voca-
tional skill prior to reaching the 10th grade. This recom-
mendation supports Hoyt’s? argument that, at whatever
level a student chooses to leave the formal education
system, he should be equipped with a saleable skill.
Competency in basic reading and math skills has a high
pricrity in this context.

3Ibid.. 85.
Ybid.. 86.

Curriculum Development

The curriculum development component is the right
arm of the instructional component. Activities withinthe
component must identify a scope and sequence for the
teaching of career education concepts from kindergarten
through grade eight. In addition, those activities must
identify career education concepts wherever appropriate
for every curriculum area.

The first task of the curriculum development commit-
tee will be to review career education literature, guides,
state guidelines, and other related written materials as
well as films, film strips, cassette programs, and other
audio visual materials. In addition, the committee will
familiarize itself with various state and national career
education models, Implementing Career Education?, and
the Drier Scope and Sequence Moaels in order to develop

the district's career education model.

Peters, Paul N . Chairman. Lareer Education Lask Force, iplementing Cueer
Education ({u\_wrplb from adtmmstrators Activity Package). California State De-
patment of Education, August, 1972,

SDrier, Jr . Harey Ny, K-12 Caple for Integratang Career Des elojunent into Local
Curnculum (Worthie 0, Ohio. Charles A Junes Publishing Contpany . 1972).13

Because the long range goal of the program is to pro-
vide every student with basic reading and mathematics
skills by the time he leaves eight grade, the curriculum
must provide for relevant content and successful experi-
ences in order that all students will acquire the basic
skills. This means a redirection in the teaching of reading
and computational skills so that the student can recog-
nize relationships between the acquisition of basic skills
in reading and mathematics and their application to the
world of work.

Failure to gain such skill is subtle and individual. The
proposed program will infuse into the curriculum here-
and-now concepts, ideas, and problems that will lend
relevance to content. These concepts will be re-cycled
through the grac-s in numerous offerings to increase the
opportunities students have for acquiring information
and skill mastery.

Learning Materials Development

The learning materials component is closely allied to
the instructional curriculum development components.
Indeed, one committee may develop these three compo-
nents in the organizational stage and later be divided into
sub-committees. At this point the instructional compo-
nent has set the direction so the curriculum development
committee can develop the model and the learning mater-
ials committee can develop specific units of work to be
introduced into the continuum at approj.riate levels.
These units of work will be pilot tested in the classroom
before final preparation and publication for district use.

An example of a unit of work that might be developed
could start with the question, “What kind of jobs are there
and what kinds of jobs miglit I be interested in?" The
study could begin in the early grades with listing or
cutting out pictures of jobs mothers and fathers have,
exploring a variety of places of work, and role-playing
appropriate problem centered experiences.

A part of the study should include a consideration of
the abilities and talents of workers, job responsibilities,

Q tOLaNO 3 « 7
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necessary education and training, length of working
hours, wages, and opportunities for advancement.
Further exploration might include job alikes or unlikes in
cther countries and how climate, geographic location, or
culture affects jobs in other parts of the world.

Differences in salaries and wages and what the
paycheck can buy takes students into a study of consumer
arithinetic and economirs. Understanding of work hours
is related to a study of the use of leisure time. Knowledge
of the skills and education needed for particular jobs
emphasizes mastery of both skills and academic subjects.
Such considerations give prime importance to the realis-
tic appiications of content.

There are no grade levels to teaching this kind of a
curriculum. The concepts are all included in Drier’s De-
velopment Scope and Sequence Model. In this context a
concept introduced at the kindergarten level receives in-
creasingly sophisticated treatment as the student ma-
tures.

Implicit in the instructional component is teacher un-
derstanding that curriculum offerings, especially in read-
ing, mathematics, and social studies, must be realistic
and that applications must be that of the here and now.
Instruction must also “open windows" so the student
becomes aware of his self, worth. and dignity in relation-
ship to a wide runge of options. Furthermore, instruction
must lend itself to individual development of a value
system that includes task commitment and appreciation
for the working world.

Additional responsibilities of the component are pilot
testing units of work in the classroom before final prep-"
aration for publication and recommending commercial
materials for purchase and classroom use. A committee
will develop criteria for final selection of materials in
order to establish district standards.

Staff Development

The Cooperative Career Education Project® says there is
“a symbiotic relationship” between the development of
curriculum materials and staff development. It is for this
reason that the proposed project will use teachers on the
writing teams to develop both curriculum and learning
materials. The same teachers will conduct inservice in
the three target schools using the curriculum and learn-
ing materials they have developed.

However, there are fundamental understandings this
compornent must accomplish. Among the first to be con-
sidered is a working definition of career and of vocational
education, including similarities and differences that
contribute to existing relationships.

A definition of career education involves a philosophy
that incorporates the appreciation of a work-oriented soc-
iety into a personal value system— a personal value sys-
tem that promotes the development of every person to his
highest productive potential. Central to the definition are
seve:al additional understandings which Hoyt” sum-
marizes as follows:

*Department of Education. San Diego County, The Conperative Career Educa-
tion roject. 1973,

Career Education

-is preparation for all meaningful and productive
activity, at work or at leisure.
-provides educational experiences, curriculum, in-
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struction, and counseling for preparation for

economic independence, personal fulfillmert and

appreciation for the dignity of work.

-neither denies intellectual achievement nor denig-

rates manual skills.

-recognizes that success in the working worid in-

volves good mental and physical health, and human

relations skills.

-develops a commitment to honest work and a will-

ingness toaccept the discipiine of the “work place.”

-requires all the basic skills of communication, read-

ing, computation and basic familiarity with con-

cepts of science and technology.

-includes life-long education and re-education.
"Hoyt, et al.. Career Education, 1.4.

Kelier® points out the primary need for staff develop-
ment in the following statement:

The acceptance of career education as a viable goal having top
priority is fundamentally dependent upon change in people's
attitudes, understanding. and curriculum development skills.
Career education requires a reordering of priorities. changes in
the educational programs, new role relationships. community
inv slvement. If the educational enterprise is to change, so must
personnel in that system. And this change cannot be accom-
plished without a comprehensive and coordinated in-service
training program for everyone, from the board to the school
volunteers.
On the other hand. a definition of vocational education
is inclusive of all curriculum that pertains to an area of
occupational choice and the related skills.

*Keller. Lowse J.. Career Education In-Service Training Guide. General Learning
Corporation (Palo Alto. CA: 1972), 28.

The three major motivations for engaging in vocaticnal skill
training are: (a) to explore the meaningfulness that various voca-
tional skills hold for individuals; (b) to discover relative ap-
titudes and abilities for various vocational skills; and {c) to ac-
quire specific vocational skills that will enable the individual to
enter and work successfully in a particular occupational field.?
This component will also identify a writing committee
to prepare packages of inservice materials and activities
for teacher use. The inservice packages will include sug-
gested teaching strategies. In addition, the committee
will identify key concepts to be enlarged upon and en-
riched through staff discussion or other means of in-
volvement such as listening to resource people, visiting a
model program, taking a field trip to an industrial or
business site, researching a subject, etc.
Inservice units prepared by the writing team will be
pilot tested before final preparation and publication.

Counseling and Guidance

The counseling and guidance component is not the
strong component if is in secondary career education
programs. This is due to the fact that Title Il guidelines
did not encourage a targe expenditure of money for coun-
seling and guidance. In the case of an elementary prog-
ram this was not viewed as a disadvantage inasmuch as
district K-6 schools do not have counselors and, there-
fore, the burden of counseling rests with the classroom
teacher. For that teason, the staff development compo-
nent must provide the necessary inservice for counseling
and guidance.

Career Development: A California Model for Career
Guidance Curriculum K-Adult* builds a strong case for a
counseling and guidance component with the career
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education curriculum:
*Hovt. et ol . Career Education, 81

Students oiten find that there 1s no reletionship between the
courses they are taking and the “real world = They are mcreas-
mgly voicing discontent This discontent is manifested in drug
abuse. student uprisings. truancy and other forms of escape
Contemporary society demands that our egucational institutions
respond o an increasing need for relesancy n educ. tion.

' Cahforma Personnel and Guiddnce Association, Career Doy clopment: A
Californuia Model for Career Gurdune e Currrcudum A-Adult (Fullerton. CA. 1972).

The traditional view of work 1s changing. The work etnic. which
emphasized pnde in workmanship and individual accomphsh-
ment and was so influential in earlier years. 15 now challenged
by a highly developed technology

One of the problems that face pevple today 1s the reduced oppor-
tunity to find an identity 1n occupation They do not have an
opportunity in many cases, to see the finished products that
result from their work . .. Gudance personnel need to recognize
that today. unlike in the past, a sense of worth and self estesm
may not be derived solely from work in our industsialized
society . ..

Other problems are reflected in rapidly changing technology. a
highly mobile population and externally imposed enyironmental
conditions for whick individuals must be prepared . . .

We have notidentified all of the problems that students will face,
but we have illustrated that a new set uf problems. unknown
previously. will make the task of guidance personnel more com-
plex and certainly more essential . . . It is imperative that guid-
ance personnel help youth from an early age to develop the
capacity to make and execute decisiors which have long lasting
effects upon their lives.

A sub-committee will be identified to review literature
pertaining to career education counseling and guidance
skills. and to develop an appropriate inservice program
for teachers. These inservice materials will be pilot tested
by teachers before publishing for district distribution.

L b ] N
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Community Involvement

The community involvement component can be the
component that spells the difference between success or
failure of a district’s career education program. It isalso a
component that requires a minimum expenditure of
meney but a maximum expenditure of effort and plan-
ning.

A community advisory sub-committee of the larger dis-
trict advisory group will be identified in the Ontario-
Montclair School District. The sub-comniittee will be
composed of community people. not necessarily parents.
who are interested in furthering career education.

&

1e
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This committee will provide advice, support, and leader-
ship for the school program.

‘The committ . will be used to recruit resource people
within the community to make career piesentations to
students or faculty upon the request of individual
schools. The committee will also identify business and
industrial sites available for visitation by students and
school personnel.

The career education advisory committee will serve as
a barometer of community needs and resources. Com-
munication between school and community will be en-
hanced through regularly scheduled meetings that are
task oriented. Such tasks might include reviewing units
of work. visiting classrooms, interviewing students, pro-
viding career information, sponsoring career days, pub-
licizing school opportunities and programs, identifying
trends, efc.

Measurement Instruments Development

This component will identify a sub-committee to act as
a writing team to develop criterion referenced tests for
career education units of work. The sub-committee will
work closely with the curriculum development team to
develop appropriate pre-, interim-, and post-tests for
specific content. Much of this work will be original work
because of the different emphasis and use of content.

These materials will also be pilot tested in the class-
room before being recommended for district use and must
be appropriately developed for data processing so that
print-outs of test results can be made available to
teachers.

This component also will be responsible for reviewing
commercially prepared tests and recommending for
purchase those which are appropriate for either resource
material or classioom use.

Media Center Development

The last component identifies the development of a
district career education media center. The media center
is viewed as the showcase of the program and is planned

“to be a model for spin-off to individual schools that are

developing resource rooms.

All materials developed by the various writing teams
will be on display in ithe media center. Displaying such
materials will: (1) give visibility to the developing career
education program; (2) acknowledge accomplishment of
teachers developing curriculum units and materials; and
(3) motivate other staffs toward implementing a career
education program.

Operational Problems

There are additional details of planning and imple-
menting a career education program that merit considera-
tion. Although they should be discussed in depth, they
will be treated only as a check list—a reminder of their
importance. They include the following:

-staffing patterns

-learning materials
-instructional methodology
-stheduling

-profile of pupil population
-evaluation design
-management time frame




-personnel requirements
-budgets

Summary and Conclusions

Steps in planning a career education program include
treatment of the needs assessment, program objectives,
activities for objectives, evaluation of objectives and ac-
tivities, component identification, evaluation design,
time frame, personnel requirements, and budgets.

The Ontario-Montclair School District sees its pro-
gram, if further funding is granted. as a three year pro-
gram: Program orientation and development of cur-
riculumn, learning materials, inservice, and measurement
instruments in 1974-75; staff training and program im-
plementation through a pilot project in 1975-76; and im-
plementation using field testing with experimental and
control groups in 1976-77.

Program aspirations include an innovative curriculum
that does not necessarily rely upon a traditional textbook
program. If curriculum is to become relevant for all stu-
dents, something new has to happen. That something
new may be as old as studying the community in which
the student lives.

In using the local community as the curriculum, the
student of any age can view his place in the world, both

for now and the future. in a realistic setting. He and his
world become a part of the same system. The
community’s problems and challenges are his problems
and challenges. The constraints for both are the same
constraints of climate, rainfall. population. employment
opportunities. resources, both human and natural, or
whatever. Decisions to be made are decisions that have to
be made for common problems, The value system is one
that must serve all.

Therefore, the curriculum for career education is basi-
cally the study of =~ in a technological society. The
content should i .. antacademic and skill areas
but it also shou. zde the humanizing forces in man.
Activities should include practical experiences but they
should also include practice in decision making. Results
should be measured not only in terms of competencies
but also in terms of the student’s individual value system
and his ability to deal with political, social, and economic
problems.

All this adds up to providing a career education cur-
riculum that equips every student for that day when he
takes his place in the adult world—a world that consists
of both work and leisure. The Ontario-Montclair model is
premised on this statement.

1.0 71% of eighth grade students at the
target intermediate school placed in

the second quarter or below in read- (N=827).

1.0 Instrument: Comprehensive Test of
Basic Skills, administered May, 1973

1.0 By the completion of the implemen-
tation phase at eighth grade, a trend
will be established toward a more
equal distribution of reading and
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ing. and 61% placed in the second
quarter or below in mathematics.
This figure represents an accumu-
lated deficit—most of which occurs
at the seventh grade. (See 1.0 under
Problem Conditions for Source and
Documentation.)

1.¢ The rate of learning. as reflected by

California Test of Basic Skills scores
in reading and mathematics at the
end of eight grade. islow. A review of
test scores will show the deficit be-
ginning to accumulate at seventh
grade.

CTBS Scores at Grades 6,7,8 Show-
ing Divergence from Norm

Expressed in Months
Reading Mathematics

Crades Grades

Reading and Mathematics Eighth
Grade CTBS Scores, Imperial. Inter-
mediate School
‘y() 0() 0() OU
below Qi- Q:- above
Qg Q: Qv O
Reading 41 30 16 13
Mathematics 33 28 23 16

1.0 The acquisition of basic skills is es-

sential to all jobs in the educated
work force. Therefore, it ir necessary
for all K-8 students to acquire basic
skills in reading and mathematics.

In order to increase options for chil-
dren, Career Education should pro-
vide a variety of offerings in content,
learning mateorials, teaching
strategies, here-and-now observation
and experiences, and classroom or-
ganization. Increasing options
should afford interests for K-8 stu-
dents that will become self motivat-

lo

mathematics scores in each of the
quarters of the Comprehensive Test
of Basic Skills by all students averag-
ing 85% attendance, It is expected
that this will be accomplished by a
reduction in size of the two groups
below Q2 by at least seven percent-
age points in reading and by at least
four percentage points in mathema-
tics. It is expected that the improve-
ment will be equal in each of the
three vears, beginning June, 1977,

The implementation phase ends
June, 1977.

1.0 The Measurement Instruments Com-

ponent will identify and recommend
diagnostic prescriptive measures for
reviewing the present low rate of
learning in reading and mathema-
tics. -
At the same time the Curriculum De-
velopment Component will identify
basic concepts and skills on a con-
tinuum of learning, K-8.

The Materials Development Compo-
nent will correlate the skills con-
tinuum in reading and mathematics
to Career Education units of work,
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6 7 8 6 7 8
Arroyo +5 +9
Del Norte -3 -4
-14-14 -13 -9

The problem is further complicated
by the fact that 16 months elapses
between sixth grade (October) and
seventh grade (May) testing. The de-
ficit, therefore, could result from one
or more factors: Transition to the in-
termediate school, poor teaching
and/or inadequate curriculum.

The deficit is fundamental to the
problem and needs indepth study.

anperial

By the completion of the implemen-
tation phase, June 1977, at eighth
grade, a trend will be established to-
ward a more equal distribution of
reading and mathematics scores in
each of the quarters of the Com-
prehensive Test of Basic Skills by all
students averaging 85% attendance.
It is expected that this will be accom-
plished by a reduction in size of the
two groups below Q2 by at least seven
percentage points in reading and by
at ieast four percentage points in
mathematics. It is expected that the
improvement will be equal in each of
the three years. beginning June,
1977.

MPACT St 3N 3

* Grade:

ing toward the acquisition of basic
skills.

1.0 Design
Pre/Post with Experimental/ Con-
trols

Target
1864 students K-8

Controls
1722 students K-8

Factor Measured
Reading (experimental)

3rd 6th
5/73 10/72
3.8 6.7
3.2 5.9

8th
Date: 5/73
Arroyo
DelNorte
Imperial 7.4
Mathematics (experimental)
3.7 7.1

3.3 5.8

Arroyo
DelNorte
Imperial
Reading (control)
Lehigh 3.5 5.9
Monte
Vista

Serrano

3.7 6.3

Mathematics (control)

Lehigh 3.7 5.6

Monte
Vista 4.1 6.4
Serrano 7.1

Instrument
CTBS - California Test Bureau

Critical Dates
Pre- -September
Interim- -February
Post- -May

Nature of Data
- means for both groups
- medians for both groups
- quartile distributions
- T-tests if appropriate

14

mini-units, and learning packages.
Games and activities for here-and-
now experiences will provide en-
richment. The focus will be upon
real-life conditions and problems.
Text book presentations will be used
to guide scope and sequence for con-
tent areas.

L

1.0 In order to improve reading and
mathematics scores, activities will re-
late to providing relevant content,
materials, and activities. The em-
phasis will be upon thinking skills.
The focus, in particular, will be upon
reading in the content areas and com-
putational skills in arithmetic by:

1.1 following content scope and sequ-
ence for appropriate levels;

1.2 using a continuum of reading and
mathematics skills;

1.3 using appropriate materials and ac-
tivities for content scope and sequ-
ence;

1.4 pretesting at ever_r grade level;

1.5 applying counseling and guidance
techniques;

1.6 interim testing at all grade levels
each February, beginning February,
1977.

1.7 post-testing at every grade level;
June, 1977, June, 1978, and June, 1979.




1.1 Design
Pre/Post with Experimental/ Con-
trols

Target
1880 students K-8

Controls
1722 students K-8

Factor Measured
Reading
Mathematics
Language

Instrument

Selected criterion items from objec-
tive based test collection, Instruc-
tional Objectives Exchange. Forms
A & B.

Critical Dates
Pre- -October
Interim- -February
Post- -May

N

2.0 All students in grades K-2 are aware
of jobs at which people work. The
range in number of jobs orally iden-
tified is from 1 to 17 in first grade. 4 to
17 in second grade, and 4 to 35 in third
grade. Jobs were identified by a survey
individually administered.

2.0 Instrument: Santa Barbara Career In-
formation Survey, administered Oc-
tober, 1973 to all K-2 (N=325) children
at the target elementary schools.

Santa Barbara Career Information
Survey - Grades K-2
School Kindergarten 1st 2nd
Number of Jobs Identified by Mode
5-6 10-11  10-11

2.0 80% of the scope and sequence foran
interdisciplinary approach to the
teaching of Career Education. Grades
K-8. will be developed by a team of
administrators, teachers, parents, and
students {where appropriate) by June,
1975. The remaining 20% of the cur-
riculum will be developed and added
to the program’s scope and sequence
during the second and third vears as

needs develop. Arroyo

N=78 N=85 N=52

8-9 9-10 15
Del Norte
N=58 N=55 N=50

2.0 A sequential program for the teach- 2.0 District offeringsin Career Education 2.0 The Curriculum Development Com-

ing of Career Education should be de-
veloped by a team of teachers, ad-
mimstration, parents, and students
and incorporated into the present so-
cial science. language arts (English),
K-8, curriculum.

The curriculum should build upon
concepts already identified at grade
K-2. These concepts should be en-
riched by related concepts found in
other subject matter areas.

ERIC
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are limited and fragmented at al] grade
levels. In general, Career Education. if
taught, is incidental to the social sci-
ence and/or language arts (English)
curriculum and does not necessarily
build upon concepts students already
know and/or have an interest in. (See
Need Assessment I, column 1 and 2
under 2.0 for range of concepts iden-
tified by individual student, K-2.)

ponent, in addition to identifying
concepts and skills to be taught. will
identify content for Career Education
and place that content in a spiralled
scope and sequence for grades K-8.
Concepts will be spiralled through
the grades so that they become more
sophisticated with re-teaching.

The proposed curriculum will follow
the goals and objective statements
developed by the California State
Department of Education. Career
Education Task Force and will
specifically include at grades K-2
such content as:

- knowledge of jobs.

- relationship of home and school

jobs to community functioning.

-importance of self and others.

-decision making.

-knowledge of home and commun-

ity rules.



2.0 80% of the scope and sequence for an

interdisciplinary approach to the
teaching of Career Education grades
K-8 will be developed by a team of
administrators, teachers, parents and
students (where appropriate) by
June. 1975, The remaining 20% of the
curriculum will be developed and
added to the program scope and se-
quence during the second and third
years as needs develop.

5.0 77% of sixth grade students at two

Q
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target elementary schools indicate a

need for career and job information.

/0L 3NO 34

5.0

-relationship of skills development
to life roles.

- awareness exchange of goods and
services.

Curriculum scope and sequence will
be adapted to the Marin County Edu-
cation Model and to the Drier Career
Development Scope amd Sequence
Model. The prescribed curriculum
will be published after field testing
for use by all involved in teaching
Career education.

The scope and sequence will follow
the Administrators Activity Package
for Career Education Implementa-
tion, California State Department of
Education. The scope and sequence
will identify concepts to be taught
and show how those concepts are
spiralled from grades K-8 in order to
sophisticate and reinforce under-
standing as they grow in complexity.

Instrument: Priority Counseling Sur-
vey, Form A, sixth grade (N=139),
administered April 22, 1973 at the
two target elementary scliools.

Priority Counseling Survey

Form A
Question 32: I could reach my future

A.

B.

C.

=)

=

goals best if my school:
Student response
by percentage

Arroyo Del Norte
Had more courses or

units about careers. 13 18
Helped me learn how
make decisions. 6 e

Offered me a chance
to observe people
at work. 15 13

Offered different
activities each year
to help me choose
classes [ need and
find out about
careers. 18 14

Supplied more
materials about
careers for me to
look at. 2 7

2.1

2.2

2.3

2.0

5.0

Scope and sequence for teaching
Career Education will be infused into
an-interdisciplinary approach in
grades K-8 by:

reviewing State Department of Edu-
cation Task Force recommendations;

incorporating Career Education con-
cepts into all disciplines where ap-
propriate;

spiralling concepts from grades K-8
to allow for reintroduction or rein-
forcement of concepts according to
individual need and to insure con-
tinuous progress.

Evaluation Specifications
for Major Activities

80% of activities 2.1 through 2.3 will
be developed by June, 1975.

90% of sixth grade students surveyed
June, 1977 will indicate that the
school curriculum provided career
and job information useful in con-
sidering job and career choices.

13




5.0 An additional item on the survey

mentioned 1n 4.0 1ndicated that sixth
grade students have a need to obtain
job and career information.

5.0 The Career Education curriculum

F. Helped me to find

out the kind of work
I might be inteiested
in and good at. 27 21

G. No response. 1 6

saould include, by sixth grade, in-
formation on careers and jobs cur-
rently available.

Curriculum offering from grades K-5
should provide sufficient back-
ground for sixth graders to identify
job clusters and required skills and
abilities needed in the world of work.

5.0

The Curriculum

evelopment and
Counseling and Guidance Compo-
nent will identify relcvant job and
career information for incorporation
into the sixth grade curriculum.

Writing teams will also incorporate
additional experiences into the sixth
grade curriculum for students to ob-
serve and talk with adult workers.

A speaker’s bureau of resource peo-
ple and a list of field and/or walking
trips for on-the-job visitation will be
identified. (See Need Assessment I,
column 3, under 3.0, for proposed
grades 3-6 curriculum.)

Curriculum scope and sequence will
be adapted to the Marin County Edu-
cation Model and to the Drier Career
Development Scope and Sequence
Model. The prescribed curriculum
will be published after field testing
for use by all involved in teaching
Career Education.

MPACT O 3NO 34
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The Role of Assessment in [areer Guidunte
A Reappruisal

by Dale J. Prediger
The American College Testing Program

The use of tests in guidance has been under fire for a
number of years. Recently, however, bigger guns have
become involved, and their aim has gotten sharper. For
example, Leo Goldman, author of a 1971 landmark vol-
ume on the use of tests in counseling, recently suggested
that the marriage between tests and counseling has failed
(Goldman, 1972). Various leaders in the field of career
guidance, among them Norm Gysbers and Dave Pritch-
ard, have pointed out the inadequacies of test ‘em, tell ‘em
guidance and the trait and factor research on which it is
presumably based. Guidance leaders, in general, have
become impatient with the one-shot, two-step, problem-
oriented approach to the use of tests in counseling and its
underlying foundation of prediction/selection-oriented
measurement concepts.

HOMTE LA 3D 34
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As a counselor educator who taught a testing practicum
for several years, I became painfully aware of the inade-
quacies of current testing instruments, research, and
practices. I heard the same criticisms you have heard
—that test use is largely based on an outmoded square
peg. square hole model of career guidance; that this
model is static rather than developmental, that it is direc-
tive and limiting rather than facilitative, and that test
validity data does not justify the use of this model (even if
it were desirable). I heard these criticisms and agreed
with them. Test ‘em and tell ‘em is not defensible. But,
what are the implications? Does this mean we should not
test? Certainly, that is the message many counselors are
receiving,

As I pondered the problem, it appeared that. more and

15




more. tests are getting a bum rap—they are being used as
stapegoats and excuses for questionable guidance prac-
tices. Recall that Frank Parsons formulated the square peg
model of career guidance several years before ability tests
and iterest inventories existed. (Indeed, the square peg
wodel 1s described mthe writings of Plato.) Although this
model has beconte almost synonymous with the guidance
uset of tests, counselors have readily substituted personal
judgments of counselee chdracteristics into the square
peg formula.

Are tests really the cause of poor career guidance prac-
tices, or have they merely been available? Did we get to
oat carrent state because, for many years, no one gave
more than lip service to career guidance? Did counselors,
operating in a professional vacuum, become too eager to
uset tests as o way to discharge their ill-defined career
guidance responsibilities? Were they overawed by the
sueeess of lesting in the personnel selection context
which, incidently, is quite different from the guidance
rontext? In short, did counselors embrace the square peg
model because it was the only thing available?

I believe the answer to each of these questions is, essen-
tially, "yves." If so, it is no wonder that counselors became
tisillustoned with testing as we began to better under-
stand the career development and decision-making pro-
cess. Advaaces incareer development theory and the new
emphasis being placed on career guidance are causing a
revolution in career guidance practices. Certainly, a re-
volution is 1n order. But isn’t blaming tests for the square
peg model of career guidance akin to blaming skin color
for racial discrimination? Should tests be banished
torever to the Isle of Psychometrika? Or can the role of
tests in career guidance be reformulated interms of career
development and decision-making concepts?

Fortunately, for my peace of mind, I had the opportun-
ity to do some thinking about these questions in the pro-
cess of writing a chapter for the recent NVGA decennial
volume on career guidance. This presentation draws
heavily from that paper.! My goal is to re-examine therole
of testing 1in educational and vocational guidance in light
of career development heory and career decision-making
theory. By career guidar e [ mean, briefly. educational

and Vocational guidance. But since a career encompasses

a person’s life. so does the career guidarce to which |
refer. Later | will take a look at the role of career develop-
ment measures in needs assessment and [ will give a brief
report on ACT's recent "Nationwide Study of Student
Career Developaent™ (Prediger, Roth and Noeth, 1973).
How ever. iy concern now is with the traditional areas of
guidance assessment, i.e., abilitiesand interests. I hope to
show that imeasures of these human attributes can play a
vital role in developmental career guidance.

First, however, we need to take a look at a common

misconception or feeling about the use of tests in counsel-
g, a feehing th 2t persists regardless of the use proposed.
We are told that somenow tests. with their associated

statistics. miss the whole point of counseling—the warps,

human relationship between the covnselor and the coun-
selee. Test scores are cold and impersonal, and. their use
will make counseling cold and tmpersongls To test is to
treat the counselee as a number, to deny the importance of
the counselee as a person, and to Fule out any possibility
of relating to him on a peisonal level.

Maybe so—it can be that way. But it all depends on the
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training, attitude, and humanity of the counselor. Test
scores, by themselves, are no more cold and impersonal
than a raised eyebrow. If properly derived, they com-
municate information—nothing more, nothing less. This
information can be used in a cold, impersonal way or it
canbe used in a personal, helpful way. It is the counselor,
however, who determines how it will be used—just as he
determines how information about Johnny's home back-
ground, values, and goals will be used. Tests do not man-
ipulate, pigeonhole, provide all the answers, or tell
Johnny what to do. They do provide information
—information a counselor can use in conjunction with
other types of information in the career guidance process.

Foundations for Career Guidance Testing

Now, anyone who maintains that information is ir-
relevant to the career guidance process can take a nap at
this point, because the rest of this presentation is based on
the following postulate, namely: Information on personal
characteristics as they relate to various career choice
options is a necessary but not sufficient condition for
optimizing career development (Clarke, Gelatt and
Levine, 1965). That is, information is necessary for career
development. But it is not sufficient by itself. The manner
in which the information is used is crucial.

A second postulate bears on the use of test information
in career guidance. I would like to suggest that the role of
tests in career guidance is threefold: first, to stimulate,
broaden. and provide focus to career exploration; second,
to stimulate exploration of self in relation to career; and
third, to provide “what if" information with respect to
varijous career choice options. I firmly believe that the
guidance role of tests can best be accomplished in the
context of an experientially based, developmental career
guidance program.

The Importance of Career Exploration

Certainly, there is nothing particularly original in all
this. The term “exploration.” for example,” . . .has fig-
ured in the vocabularies of counselors and vocational
psychologists since 1908 when Parson [sic] wrote the first
book on occupational choice [Jordaan, 1963, p. 48].”
However. the role of tests in facilitating career explora-
tion and planning has received relatively little discussion
in the guidance and testing literature. By and large, the
use of tests in description, prediction, and problem solv-
ing has been emphasized. For this reason. I ain focusing
attention mainly on exploratory applications of testing.

Today we see a renewed interest.in career exploration,
both in career development theory and in guidance prac-
tice. Anexploratory period, stage. or substage is central to
the career development theories of Ginzberg. Ginsburg,
Axelrad and Herma (1951); Super (1969); and Tiedeman
and O’Hara (1963). Exploratory activities are central to

« dévélopmental career guidance programs currently being

‘implemented. Pritchard (1962) directs attention to the
relationship between carcer exploration and self-
eaploration, Tenuayson (1970) calls for “*directed occupa-
tional experiences' as preparatory for decision mnaking.
Gysbers, and Moore (1971) make progressively focused,
“hands-on"" exploratory activities the central heme of a
K-12 developmental career guidance program. Career ex-
ploration has come of age as a concept and as a guidance
function.
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The current emphasis on career exploration is not sur-
prising if one subscribes to Super’s principle that “In
choosing an occupation one is. in effect, choosing a
means of implementing a self-concept [1957, p. 196].” An
occupation, Super is saying, gives a person the vnance to
be the kind of person he wants to be. Thus, the importance
of knowing oneself and the characteristics of occupations
is readily apparent. More is involved here than the infor-
mation, however. One's values, goals, and needs (both
conscious and unconscious) are as relevant as are the
psychosocial reinforcers of occupations. Hence, rational
vocational choice alone may not lead to personally
satisfying decisions. Experience. that master teacher,
plays a major role in career choice as in everything else.
Exploratory activities are designed to provide the experi-
ence (direct or vicarious) that leads to the reality testing,
clarification, and implementation of the vocational self-
concept.

The desirability and value of career exploration is
widely recognized. The question is, “What can we do to
facilitate career exploration?” Perhaps the answer is,
“Provide every student with ample opportunities for in-
tensive, first-hand exploration of every occupation in the
world of work.” However, saumpling of first-hand and
vicarious experiences is more likely to be practical. But
which experience? After all, the world of work is large
and complex. And what about a student’s personal
characteristics—his interests, abilities, working condi-
tion preferences, values, and goals? Are they irrelevant to
the exploration, planning, and decision-making proces-
ses? They're not? Then what are some ways of knowing
and understanding one’s personal characteristics and
their career relevance? Through one's experiences? ‘The
reactions of others? T'ests? But what do tests have to offer?
Aren’t they rather far removed from hands-on experi-
ence?

Before taking a more detailed lool. at the potential con-
tributions of tests to career exploration, it is useful to
review some of the major concepts in career decision-
making for the illumination they may provide on the role
of tests in guidance.

Maijor Factors in Career Decision-Making

Decision making is an integral part of career develop-
ment. As Katz pointed out, vocational development may
be a continuous process, but ** . . .the process is enacted
through a sequence of choices [1966, p. 8].”” Only re-
cently, however, have the components of career
decision-making become the subject of concerted in-
quiry. (For xample, see Clarke, Gelatt and Levine, 1965;
Geiatt and Clarke, 1967; Herr, 1970; Katz, 1966; Thoresen
and Mehrens, 1967.) Chief among these components are
the outcomes associated with different choice options,
the desirability or utility of these outcomes from the
standpoint of the individual, and the probability of
achieving the outcomes. Clarke, Gelatt and Levine (1965)
pointout that career decisions are made under a combina-
tion of risk and uncertainty and that, one way or another,
they involve probabilities—estimates of what will hap-
pen if . . .In theory, the probabilities affecting a decision
can be of two kinds: objective (e.g., based on statistical
likelihoods) or subjective (e.g., based on personal fore-
casts). In the realm of career choice, however, the prob-
abilities are alway subjective because it is the individual
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who decides (Gelatt and Clarke. 1967; Thoresen and
Mehrens, 1967). Gelatt and Clarke cite evidence that
« .. subjective probability estimates play a cruaal role 1n
the dewsion process. I'utthermore, the role appears to be
sufficiently pervasive to suggest that subjective probalnl-
ity estimates may be an intergral part of the educational-
vocational decision process even when the student lacks
sufficient objective information upon which to buse the
estimates. Thus, if a student is going to make such esti-
tates and use thenu regardless, it would seem essentral
that through effective counseling the estimates bebased as
much as possible on fact rather than on wishful thinking,
myth, or “hearsay.” [pp. 338-339, italics added]

Gelatt and Clarke also cite studies indicating that indi-
viduals can incorporate objective data into their personal
probability estiinates with the result being an increase in
realism. They suggest that “a primary function of an effec-
tive guidance program would be the gathering and or-
ganizing of a broad base of relevant factual data to be used
by students in formulating realistic probability estimates
[p. 340].”

Another concept useful in describing the decision-
making process is that of disjointed incrementalisin
(Braybrooke and Lindblom, 1963). As interpreted by
Gross (1967), this concept means that
... decisions are always me de on the basis of very limited
knowledge, and typically involve a relatively swmall
change from an existing state of affairs. Further, the choice
process is a jagged operation consisting of a series of steps,
reversible in iany places, and marked often by an adjust-
mentof ends to means . . . often persons do notfirst look at
theends that they seek to attain, and then go about looking
for the means . .. lnstead. a person] looks for ends that

can be attained by the means that he has Ip. 4231

Finally, Ginzberg, Super and Tiedeman have each de-
scribed a sequence of stages or tasks in the career decision
process. While society more or less calls the time and sets
the pace for these decision-making sequences, the pro-
cess is not an orderly series of unrepeated and unrelated
steps.

Implications for Career Guidance

What are the implications of these views of the career
decision-making process? We have seen that decision-
making is an integral part of career development and that
inforimation, whether in the form of facts or probabilities,
is a necessary cornponent of decisions. According to cur-
rent formulations, career development involves an over-
lapping sequence of tasks and choices—each, in turn,
involving a sequence of preparatory stages ocuring over
time. Exploration, whether active or passive, is an ines-
capable decision-making stage. Career exploration and
self-exploration are part of the same process. Many career
decisions, it appcars, may be shaped and framed in small
increments, and while society does provide one-way
gates, the steps leading to these gates are typically small
and leisurely. At the same titne, individuals often travel
along career paths largely determined by available means
rather than desired ends. Their ability to choose fron
among the available paths may be seriously hindered by
thelack of information enabling them to forecast what lies
around the bend.

In summary, it would appear that at least six specific.
implications for career guidance can be drawn from this
view of career decision-making,.

1. Because of both the relative invisibility of occupa-
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tions in our complex society and the natural tendency for
means to determine ends in caceer planning, a major
function of guidance is to widen the field of exploration
during early stages of the career decision-making process.

2. Career exploration is crucia! to career decision-
making because it can: provide the student with informa-
tion about possible choice options, including probable
outcomes of these choices; facilitate the experiencing of
career options; and focus attention on self in relation to
these options.

3. The sequential, incremental and time-extensive na-
ture of decision-inaking suggests that there is ample op-
portunity in developmental guidance programs for the
provision and clarification of the information needed in
career decision-making.

4, Because of the sequential, incremental and time-
extensive nature of decision-making, information availa-
ble during the early stages of this process is subject to
repeated reality testing and can undergo a self-corrective
process by means of successive approximation.

5. Since an individual may be simultaneously involved
in several decision-making problems and stages, his
needs for information at a given point in time will vary
both in type and content.

6. The need for information of the “What if”’ variety in
career decision-making is incontestable. Information on
the probable outcomes of different courses of action con-
stitutes a necessary but not sufficient condition for mak-
ing decisions wisely.

Tae Role of Testing in Career Guidance

What, then, do tests have to offer career guidance? The
major contribution is information—information that
facilitates selficareer exploration and focuses on the
“what ifs” of career decision-making.

Information for Career Exploration
and Decision-Making

Information for career exploration does not foreclose
the decision-making process by telling Johnny the occu-
pation he ought to enter or the choice he ought to make.
Rather, this information suggests careers and things
about Johnny’s self that he might want to explore. The
information is not crucial by itself, but rather, in terms of
the exploration it stimulates. Exploration, of course, takes
time. Hence, testing for the purpose of stimulating explo-
ration must be introduced early in the decision-making
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process, and the individual must be provided with en-
couragement and opportunities for exploration.

This is not to suggest that tests should or can be the sole
means of stimulating career exploration. Instead, I am
proposing that tests can hest be used in the context of a
developmental guidance program, a program that seeks
to stimulate and facilitate student exploration through a
wide range of articulated activities.

The second major contribution of tests to career gui-
dance is that they provide information that bears on the
“what ifs” of decision-making. Decision theory tells us
that an essential component of every decision is consid-
eration of the outcomes of various decisions. For certain
categories of outcomes, chiefly performance in educa-
tional and job training programs, tests can provide some
of the necessary “what if”’ types of information. Again,
however, prior participation by the student in a develop-
mental career guidance program is crucial. While coun-
selors may subscribe to the belief that test scores should
be seen in the context of all other available information,
this may be psychologically impossible for a counselee
who is provided with a test profile today and feels com-
pelled (internally or externally) to make a choice tomor-
row. Under these circumstances, test results will often
loom large in the decision-making process, and a
square-peg interpretation (on the part of the counselee, at
least) may be unavoidable. However, in the context of a
developmental career guidance program, the “what if”
information tests provide becomes a part of a much larger
whole. It is placed in proper perspective.

Focused Exploration

So far, I've directed attention to the broadening of ex-
ploratory uses of tests. However, there comes a stage in
the decision-making process when it is necessary to nar-
row the range of choice options. Ginzberg, Super, and
Tiedeman each speak of crystallizing preferences and
specifying or implementing choices. Youth cannot go on
foreverkeeping all possible gates open, for to do so wos.d
greatly impair their ability to pass through any but the
largest of gateways. The career development *asks society
sets for youth, sooner or later, force a commitment; a
narrowing process eventually has to occur—usually dur-
ing the late teens. A major task of guidance is to insure
that this narrowing does not occur by default—to help
youth survey the career world before choosing to take up
residence in this or that region.

During the elementary school years, to continue the
analogy, the survey is like a plane trip around the world.
The major continents of employment become apparent,
and the counselor helps the student identify different
climates and features of the workscape. Career awareness
is the primary goal. Once the student is past the age of
puberty, however, the increased consciousness of self, the
impending status of adulthood, and the move toward
independence and self-direction combine to make more
intensive, personalized experience in the world of work
desirable. The student now needs to spend some time in
different work locales to find out if they are merely nice
places or if he would really like to live there.

Career exploration, at this stage, takes on a new dimen-
sion. Whereas during the prepuberty years it could be
broad and general, a “‘once-over-lightly’’ partly based on
transitory fantasies and interests, career exploration dur-
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ing the postpuberty years requires focus and intensity.
Exploration of the whole world of work must give way to
exploration of the possibles and the probables.

The major task of career guiance at this stage appears
to be broadening the scope of the possibles and probables
while helping youth find their way among them. Perhaps
the most appropriate term to describe this task is “focused
exploration.” One of the major guidance roles of testing is
to help provide focus to career exploration—not a focus
that singles out the “right” occupation for Johnny or
Sally, but a focus that points to the regions of the work
world they may want to visit. We at The American College
Testing Program (ACT) have tried to implement this exp-
loratory role of tests by actually developing a “map” of
the world of work. The map, which uses basic interest and
work task dimensions (i.e., Data/ldeas and Pecple/Things)
for its poles, appears in a booklet called, Exploring: You
and Your Career (ACT, 1973). In it, various exercises
focus the student’s attention on different “regions” of the
map and the job families located in those regions. While
our “World of Work Map for Job Families” is currently
only a first effort, somewhat like the maps developed by
the early explorers, we do feel that it helps provide per-
spective and focus to career exploration.

Implications for Testing Procedures

As I've noted, there is nothing new in the current em-
phasis on career exploration. Neither is it new to suggest
that tests might be used to facilitate exploration. Interest
inventories have been used for this purpose for a number
of years. In the past, however, testing texts have concen-
trated attention on the use of tests in description and
prediction and in resolving choice conflicts. The nature
of assessment and reporting procedures appropriate to
these purposes differs considerably from what is needed
to facilitate career exploration.

Bandwidth of Testing Instruments

Some years ago, Cronbach and Gleser (1957) disting-
uished between what they called wideband and narrow-
band approaches to measurement. Narrowband instru-
ments focus intensive assessment on a specific, limited
area of concern with the objective being highly accurate
measures of those personal characteristics most relevant
to that concern. Usually, only a few measures are in-
volved (e.g., a college placement test covering English,
mathematics and natural science). Wideband instru-
ments, on the other hand, assess a wide variety of per-
sonal characteristics—characteristics that are relevant to
a number of concerns. Ideally, many different measures
will be involved in one articulated testing program—for
example: interests, abilities, competencies, job values,
working condition preferences and education aspira-
tions.

Cronbach and Gleser’s delineation of the bandwidth
dimension in measurement has implications for the types
of measures that are used in career guidance. Wideband
measurernent seems especially appropriate to facilitating
self and career exploration. Because of the wide variety of
personal characteristics that can be covered, the student
is presented with several perspectives from which he can
view his “self” in relation to careers. New ways of ab-
stracting experience and focusing it on career plans are
added to the information he already has. Ideally, two
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basic types of information are added: information on per-
sonal characteristics (i.e., information presented in self
terms); and information relating personal characteristics
to career options (1.e., information about self presented in
career terms). Among the major limitations of many tests
currently used in guidance are their failure to integrate
different kinds of information (e.g., interests and abilities
are covered in separate, unarticulated tests) and their
failure to provide information both in self and career
terms.

Use of tests in the context of a developmental career
guidance program makes wideband measures desirable
from another standpoint. Since developmental guidance
is foreveryone, and since there are wide differences in the
information needs of different individuals or of an indi-
vidual simultaneously engaged in several decision-
making cycles, only wideband measures can provide the
variety of information that is needed.

Models for Data-Information Conversion

Another implication that follows from the previous
discussion is the need to change our expectations of what
tests should give us. Test data, after all, must undergo a
series of transformations if it is to have an impact on
career development. First, the data (scores, percentile
ranks, stanines, etc.) must be transformed into
information relevant to counseling and guidance. Next,
this information must be transformed into experience;
and finally, the experience must be transformed into
career plans and decisions. Test publishers have the
primary responsibility for data-information transforma-
tion, although this responsibility is shared with coun-
selors. Counselors and test publishers together are re-
sponsible for helping students transform information into
experience, although this responsibility is shared with
the students themselves. Finally, students alone have the
responsibility of transforming experience into career de-
cisions, although counselors, parents, and other in-
terested individuals can provide help.

The first of these transformations is the conversion of
test data into guidance information. In career guidance
this means information useful in the exploration and
specification stages of decision-making. As Goldman
(1971) pointed out, data-information conversion involves
“bridging the gap” between the test score and its implica-
tions for the counselee. Test scores, by themselves, have
no meaning. It is only after determination of their rela-
tionship to real-world events that they become more than
digits on a page derived from marks on a page. This
relationship, of course, is relevant to a central characteris-
tic of all tests—validity. But validity data, alone, seldom
provides the counselors with much help in transforming
test scores into counseling information. A correlation
coefficient of .53 between a test and grades in nursing
says very little to the counselor about Mary’s prospects in
that field. What the counszlorreally needs for purposes of
career guidance is away to bridge the gap between the test
score and its meaning, not its meaning in general, but
rather, its meaning for Mary.

Too often, test publishers have settled for providing a
score profile, some general validity data, and a few sug-
gestions, and expect the counselor to muddle through.
We called it “clinical interpretation,” certainly an indis-
pensable part of any use of tests in guidance; but perhaps
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it was largely a “cop out.” covering tor our matality to
provide counselors with the information they needed.

What, then. are some procedures for bridging the gap
between the test score and its implications? Two major
kinds of models have been implicitin this discussion thus
far—a miodel suggesting choive options for exploration
and a model indicating probable level of success should a
particalar option be pursued.
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I'he most familiar model is undoubtedly the one used to
provide predictions of performance or success, i.e., the
correlation and regression model. Less well-known, al-
though by no means new, is the discriminant-centour
model (Tiedeman, Rulon, and Bryan, 1951). The function
of this latter model is to provide an indication of a
student’s similarity to the characteristics of persons al-
ready pursuing various choice options. Degree of similar-
ity can be expressed statistically via centour scores,
which are two-digit numbers with some of the same prop-
erties as percentile ranks. However, there are several non-
statistical versions of the discriminant-centour model just
as there are nonstatistical versions of the regression
model.

The goal of the discriminant-centour model, as used in
career guidance, is not to find a perfect match that leads to
choice. to predict membership in some group, or to esti-
mate degree of success in some endeavor, but to say,
“Look. here are some occupations (vocational education
programs, college majors, etc.) that attract people who are
similar to you in several ways. You may want to check
into them.”

An additional application of the discriminant-centour
model, one that is facilitated by means of two-
dimensional “exploration maps” (Prediger, 1971), is to
help the student project certain aspects of his “self” intoa
choice and to*"try on" various options for size. This form
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of vicarious exploration is no substitute for real-world
exploration, of course, but it does provide a unique oppor-
tunity for the student to survey his location in the world of
work with respect to interests, abilities, and other meas-
ured characteristics.

Those interested in guidance applications of these
models might consult the paper on which this presenta-
tion is based (Prediger, 1974).2 Suffice it to say here that
these two models for data-information transformation
complement each other-—the discriminant model pro-
vides information to stimulate exploration while the re-
gression model provides success estimates to be used
during the exploration process.

Test publishers have powerful procedures at their dis-
posal for transforming test data into counseling informa-
tion. We should encourage them to use these procedures.

Some Implications for Counselors

I have already discussed the role of the counselor in
transforming information from tests into the student ex-
perience and career plans. I believe this is the counselor’s
most important role in testing. For unless information is
experienced and integrated into the self-concept, it can
have very little impact on career development. Experi-
ence, as used here, refers to both external experience as
obtained in career explos:ation and internal experience as
obtained in self-exploration. The former contributes to
the latter because of the likelihood of experiencing new
aspects of self during the active exploration of careers.

We at ACT believe that test publishers can and must do
much more than they have in the past to help counselors
help students transform test results into experience. As
I've already noted, score profiles, percentile ranks and
correlation coefficients are no longer enough. To provide
no more and expect counselors to do the rest of the job s, I
believe, one of the main reasons the usefulness of tests in
career guidance is being questioned today. We hope that
our publication, Exploring: You and Your Career, points
the way to a more fruitful marriage between tests and
career guidance.

The main vehicle for the counselor in meeting his (her)
career guidance responsibilities, however, is a develop-
mental career guidance program coupled with the
periodic opportunity for counseling. The role of cov.nsel-
ing in the context of career guidance is to help the swudent
assimilate the information and experience he has at-
tained, to assess its meaning for him, and to plan his next
steps in the decision-making process.

Another major role of the counselor in testing, one with
special relevance for the disadvantaged, is to help coun-
selees find ways of transforming possibilities into prob-
abilities. Traditional, prediction-oriented use of tests in
guidance have emphasized the status quo—the prob-
abilities given existing circumstances. On the other hand,
exploratory uses of tests focus on possibilities—without
ruling out alternatives because of current deficiencies in
ability, education, or personal resources. The individual,
with the help of exploratory experiences and in the con-
text of his value system, determines his goals. When these
goals center on the possible rather than on the probable,
the counselor's challenge is to help make the possible a
reality. This is a task that cannot be performed by assess-
ment alone, although tests have been faulted for this
reason. Tests can point out some of the possibilities and
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probabilities and they can provide clues as to how to
bring about change. But they cannot talk with the
individual’s parents; integrate health, socioeconomic and
classroom performance data into an effective plan of ac-
tion; help the student weigh the personal costs and direc-
tions of change; develop a new school program; obtain
financial aid; or arrange for remedial help. The im-
plementation of change requires counseling and gui-
dance of the highest order.

A developmental career guiance program provides an
effective context for facilitating change in the student
—for intervening in the normal course of events, Strong
guidance programs can also be effective inbringing about
change in student environments. Both types of change,
personal and environmental, can help transform the re-
motely possible into the highly probable for a given indi-
vidual.

Summary

In summary, I would like to restate five points which 1
believe provide evidence for the vital role of testing in
career guidance.

1. The potential contribution of tests to career guidance
is based on the supposition that information about human
attributes is a necéssary, although not a sufficient, condi-
tion for optimizing career development.

2. Theory, research and common sense tell us that we
have passed the era in which square-peg, square-hole
uses of tests can be viewed as the epitome of vocational
guidance. However, blaming tests for the square-peg ap-

proach to career guidance is somewhat like blaming skin
color for racial discrimination. It is essential to dift :ren-
tiate between assessments of human attributes and
square-peg uses of these assessments.

3. Both career development theory and career
decision-making theory suggest that the role of tests in
career guidance is threefold: first, to stimulate, broaden,
and provide focus to career exploration; second, to stimu-
late exploration of self in relation to career; and third, to
provide “what if” information with respect to various
career choice options.

4. Test data must go through a chain of transformations
if it is to be useful in career guidance. First, test data must
be transformed into information relevant to counseling
and guidance. Next, this information must be trans-
formed into exploratory activities and self-evaluated ex-
periences. And, finally, these experiences must be trans-
formed into career plans and decisions. Responsibilities
for these transformations (in order of presentation) rest
primarily with test publishers, counselors, and coun-
selees.

5. Because of the important and active roles of the
counselor and counselee in these transformations, tests
can best be used in the context of a devetopinental career
guidance program.
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Career? Which career? The average person inthe 1980’s
will have seven different careers. Specialists predict that
the “lifetime commitment” picture will dissolve; that the
future of work must be considered in terms of years, not
lives. Lloyd Prentice, professor at Boston University’s
School of Public Communications, says work is “any-
thing you can get somebody else to pay you for.” But with
computers taking over production and calculation, there
is a trend toward service-related jobs and specialists. Un-
deremployment and over-education loom on the horizon
now, and promise to present even more problems for
1980. Diplomas seem to be destined only for shelves.
Furthermore, nine out of ten people who get out of college
have no idea of what they want to do.

US Department of Labor statistics estimate that in 1985,
20 percent of jobs will require four years of college, but
about 25 percent of the work force will have this level of
education. With a possible crisis in mind, the US gov-
ernment launched a massive “career education” effort in
1971. But what does this really mean? To school children,
it means hearing about employment at an incredibly early

A Cat with Nine Lives Is Nothing Compared to This

age. And *hese ‘career-oriented curricula’” continue
through college. Advisors warn students to be future-
oriented, flexible, determined. On the other hand, coun-
selors maintain that it’s not worth putting aside natural
talents in order to fit into the work force.

Will professions expand to absorb the work force? In
teaching alone, a surplus of 750,000 trained people is
expected by 1980. Perhaps reduced class sizes and chang-
ing subject matter may relieve this situation, but socio-
economists are not optimistic about it. Bureau of Labor
statstics show that already, 28 percent of today’s college
graduates make less than the median income of those
with only high school diplomas.

The United States foreshadows the future for develop-
ing nations, so our own resolution of employment prob-
lems could be either a useful or negative exataple for the
rest of the world. Humphrey Tyler, Christian Science
Monitor correspondent, speculates, “to control and dissi-
pate the social and political tensions this new industrial
revolution is likely to provoke will take political and
managerial skills that make the mind boggle.”
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OCCUPATIONAL CHOICES OF GIRLS

by Esther E. Matthews
Professor of Education
University of Oregon
and President, NVGA

How do girls make occupational choices? What factors
influence their choices? How can counselors help girls
understand themselves vocationally? These are only a
few of the kinds of questions we need to keep asking
ourselves as we try to help young girls understand them-
selves vocationally. Of course each girl is an individual in
her own right, so some ideas or concepts may not apply to
some girls. There is, however, some general practical
applicability to many of the ideas to be discussed here.

Girls particularly need your help right now because
they are involved in trying to understand a major shift in
social attitudes toward women and work in the United
States. Yet the girls now in high school were influenced
in early life to shape their identity toward early marriage
and family responsibilities with only minimal attention
to occupational selection. Now they are being influenced
to carry out dual life goals simultaneously—marriage and
family and satisfying work, not just emergency employ-
ment.
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Disscussion still centers, for some people, around what
they think ought to be—every girl settled down early in
life in a home with her children—leaving the business of
facing the work world to the husband. That satisfying
ideal, even in the past, was true only fo: some economic
and social levels of the society. Since marriage and family
life do not occupy women for the 75 years of their life
expectancy, counselors, teachers and parents have a re-
sponsibility to do more than a “something-to-fall-back-
on” variety of vocational guidance.

Long before high school counselors begin to help girls
understand their vocational potentiality, many factors
have been at work in the family, neighborhood and
school. Each girl you talk with learned to see herself
basically in one of two ways: 1) as a competent, curious,
active, responsible human being, or 2) as a dependent,
passive person to be guided by others (parents, husband,
employer). These two basic colorations of life encouraged
or ignored vital vocational predispositions in each little
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girl's life. There are skills and aptitudes that need early
encouragement or they simply do not develop to a high
enough level to be vocationally visible, so they can hardly
be useful as indicators for occupational field exploration.
This means that no matter how many field trips or occu-
pational units some girls are subjected to, their inner
attention is absent. Their outer attention is highly satis-
factory because many have learned well how to please
people—especially those in authority. One easy way to
check out the level of internal commitment to an occupa-
tion requiring time and energy is to ask for occupational
aspirations and then have students sort their choices ac-
cording to wishes and expectations. You may be sur-
prised at how many girls have occupational wishes they
never expect will become actualities. The more challeng-
ing the occupation, the greater the disparity between
wishes and expectations.

When you work with small groups of girls in an un-
structured way you will hear them discuss, at length, how
they expect to be deflected froin their wishes by
society—particularly if they are culturally different from
the majority. They will share in a small, trusting group
their fear of ridicule and exclusion by their peers—both
girls and boys—if they express strong occupational
commitment. Mild job interest is another matter—that is
expected in certain classes of society. The most overpow-
ering fear still expressed by many girls, directly or indi-
rectly, is the fear that developing a strong occupational
commitment will reduce the possibility of marriage. This
still seems to be prevalent, even though the mothers of
these girls are eagerly returning to school and work in
large proportions.

What are some of the dispositions that need under-
standing, acceptance and psychological nourishment in
early life so that they will become firmly established
patterns of existence, resisting eradication in adoles-
cence? The dispositions I consider important could be
summarized as early patterns of perceptions of the mean-
ing ofthe intellect and the relationship between the child
and other persons, the material world of objects, the phys-
ical world of nature and the realm of the spirit. A predo-
minant emphasis or permission in any one of these areas
influences the direction of a person’s development. Ide-
ally, abalance of all facets would be hoped for, but that is
a rarity.

The occupational selections of girls and women in the
helping professions are understandable within this con-
text. It seems that women had a great variety of prefer-
ences for many kinds of occupations. In the past, these
wishes were permitted legitimacy only in pioneer or
war-time. Now the situation is changing due to the legal
protection of the right of people to select and enter any
occupation they are capable of. You may want to share
with the girls and women that you work with some of the
occupational breakthroughs made by women in the
1970’s:

Bureau of Apprenticeship Training reports new first for
women as apprentice painters, apprentice carpenters, etc.
{Source: Women Today, 2:24, November 27, 1972).

Navy opens sea duty to women as ship’s officers and crew
from tending boilers to flying planes. (Source: Women
Today, 2:18, September 14, 1972).

First woman rabbi ordained in the United States. (Source:
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Women Today, 2:12, June 26, 1972).

First woman installed as commander of a major Air Force
unit. (Source: Women Today, 2:19, September 18, 1972).

First female FBI agents appointed. (Source: Woinen
Today, 2:16, August 7, 1972).

Women construction workers to receive equal job oppor-
tunities from federal contractors. (Source: Woren Today,
2:17, August 21, 1972).

Right now, if you find yourself inwardly groaning over
the sad state of the world that could permit lady rabbis,
women pilots, and female apprentice carpenters, stop
yourself short and muse over your ingrained biases and
how they could affect your vocational counseling. If, on
the other hand, you accept any person's right to select an
occupation, you will feel a sense of relief at the establish-
ment of occupational justice for all. Legal justice is only
the first step. Society’s wholehearted support and ap-
proval still lie in the future. It is of great importance that
you, as a counselor, convey to your students that the right
to select an occupation is not a mandate to do so. The
energy and power to succesfully build a dual family and
career existence is not too evident in men or women. As
the role of the father becomes far more involving we will
see a new balance of career/family energies for both par-
ents.

In the final portion of this paper I would like to sharea
few ideas and suggestions for counselors who are in-
terested in becoming increasingly sensitive to the voca-
tional counseling needs of girls.

First, study and share with others the basic background
readings suggested at the end of this paper.

Second, encourage the faculty or employment staff to
discuss Elizabeth Janeway’s book, Man’s World,
Woman'’s Place: A Study in Social Mythology.

Third, make and keep the good resolution of really
studying the journal of our association, The Vocational
Guidance Quarterly.

Fourth, encourage your librarian to buy multiple sub-
scription© io the US Department of Labor journal,
Manpowet. (I wish they would retitle it Humanpower!)
Place issues of special interest in appropriate depart-
ments in your school. For example, the March, 1973 issue
of Manpower, on paramedical jobs, should go to the
nurse’s office, science classes and to the advisor for the
health careers club. Students interested in health service
occupations might be excited and motivated over learn-
ing that every year between now and 1980 we have open-
ings for 20,000 medical assistants, 13,500 medical
laboratory workers, 22,000 physicians and 69,000 regis-
tered nurses.

Fifth, have your counseling staff read and discuss the
February, 1972 issue of Manpower. The theme of that
issue is ““A Critical Look at Career Guidance.’’ Better still,
meet for a discussion with administrators, career cluster
teachers and students.

Sixth, set up a student vocational exploration advisory
council. Have this group recruit vocational speakers stu-
dents want to hear. Encourage them to set up sequential
vocational role model panels for students to interview
and interact with. Sixteen year old students find it hard to
conceive of themselves as successful 50 year olds. A
panel for students to interview might consist of a junior
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student who works in a gas station and dreams of owning
a business, a young adult in the first few years of owner-
ship, and a mature adult who runs aflourishing business.

Seventh, expand your knowledge and insight regard-
ing the effect of class and culture upon occupational
choices cf girls. Kuvlesky and Lever (1967) found that
rural and urban Negro girls had similar occupational
goals but that both groups expected to be deflected from
these goals by society. What can you do about this injus-
tice? Many black girls from eatly life on have powerful
occupational motivation because they realize that occu-
pational mobility is still a passport in this society.

Eighth, read Astin’s (1968) research that shows thatthe
size of the high school relates significantly to the iype of
occupational selection made. Girls from large high
schools are more likely to select professions than girls
from s.nall high schools. Astin also found that twelfth
grade girls recalling college counseling or “job” counsel-
ing in grade nine chose accordingly.

Ninth, encourage girls to organize small, develop-
mental type groups for exploration of their life experi-
ences and goals. Participate as a member of these groups
and watch the leadership rotate; communication and in-
terpersonal skills develop and flourish; and life-style un-
derstandings grow into actions.

And finally, influence yourself and others toward the
acceptance of life-long learning and the power of the
individual to reduce the cost of random choices, to plan
ahead and to utilize each opportunity *hat life may offer.

Suggested Background Reading for
Counselors of Girls and Women

1. Basic General Reference

Janeway, E. Man’s World, Woman’s Place: A Study in
Social Mythology. New York: William Morrow and
Co., Inc. 1971.

II. Comprehensive Newsletter

Women Today (Newsletter). Washington, D.C.: Today
Publications and News Service, National Press Bldg.
($15.00 per year).
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II1. Counselors and Counseling Girls and Women
“Women and Counselors,” special issue, Personnel and
Guidance Journal, October, 1972, 51:2,

Matthews, E., etal. Counseling Girls and Women Overthe
Life Span. NVGA monograph. Washington, D.C.:
American Personnel and Guidance Association, 1972.

IV. References Regarding Occupations

Occupational Outlook Handbook, 10th Edition, 1972,
Washington, D.C.: Superintendent of Documents.
Careers for Women, U.S. Women's Bureau. (Leaflets on
new or unusual careers for women).

Evers, Dora (Ed.) New Careers for Women 1970-1980.
Washington, D.C.: American Association of University
Women, Educational Foundation, 1966.

Lyons, Harriet, “Found Women,” Ms magazine, 1973,
1:7, pp. 45-67. (Brief sketches of women in many occu-
pations from sculptor to professor of surgery.)

V. Bibliographies Regarding Girls and Women

Astin, H., Suniewick, N., and Dweck, S. Women: A Bib-
liography on Their Education and Careers.
Washington, D.C.: Human Service Press, 1971,

Business and Professional Women’s Foundation, Career
Counseling: New Perspectives for Women and Girls.
Washington, D.C.: B and P.W.F. 2012 Massachusetts
Ave., N\W,, 20036 (Price: 50 cents).

Westervelt, E. and Fixter, Deborah A. Women'’s Higher
and Continuing Education: An Annotated Biblio-
graphy with Selected References on Related Aspects of

Women’s Lives. New York: College Entrance Examina-
tion Board, 1971. (Price: $1.50)

Are You an Information Generator?

Do you have an unpublished speech, report, model, in-
strument, dissertation, program description? ERIC was
created to assure access to the educational knowledge
base. Our basic function is to aid the process of
knowledge -sharing and feedback. Perhaps you have de-
signed an innovative program. Perhaps your insight ana
experience have led you to do some creative thinking.
Perhaps you've carried out some research. Is it in written
form? If not, have you considered organizing it and writ-
ing itup to make it available for others to build on? ERIC is
always looking for new documents. We continually re-
view materials for Central ERIC's monthly collection in
Research in Education. If you would like to submit a
paper. send two (2) clean—suitable for Xerox
reproduction—copies, accompanied by an abstract of ap-
proximately 150 words. to: RIE Selections, ERIC/CAPS,
2108 School of Education Bldg., The University of
Michigan, Ann Arbor, Michigan 48104,
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Flashes

Bntish psychologist Paul Kiine thinks
that the use of personaliiy tests for voca-
tional or occupational selection could in-
trude upon personal liberty Kline attacks
mainly the "objective” personality tests,
which, he notes, are resistant to faking.
Also. such tests are of unproven vahidity
and are backed by httle evidence that
shows their effectiveness More important,
Klinethinks, isthe issue of deception With
the older psychometric tests, even with the
projective Rorschach, a job applicant
could choose not to reveal himsalf Buino
such freedom exists with objective tests,
says Khine. misused, they could become
“another dangerous instrument of social
manipulation .”

.. Consumption of “coffee, tea or milk” is
a good predictor of uicers, according to
Ralph Paffenbarger of the University of
Californita Schoot of Public Health in
Berkeley A study of 25,000 men who at-
tended Harvard or the University of Penn-
sylvama from 1916 to 1950 revealed that:
students who drank two or more cups of
coffee a day were 72% more likely to get
an uicer than abstainers; cola drinkers
were 48% more susceptible; milk drinkers
developed ulcers ata 42% lower rate, but
drinking more mitk didn’t increase this
percentage; smokers increased their
chances of uilcers 33%, with the risk
greatest among those who smoked the
most, students with five or more siblings
had an ulcer rate 38% higher than those
from smaiter families

A worldwide shortage of secretaries
now exists The demand for Girls Friday s
larger than the supply As a result, poten-
trtal employers are offering free apart-
ments, cars and other fringe benefits. This
1S particularly true in London where the
average secretary stays no ionger than 25
months on one job before moving on to the
next As amatterof fact, the secretary shor-
tage 1s so acute in London that one em-
ployer distributed 2,000 leaflets to pros-
pective employees offering a four-week
vacation and a six-hour workday and re-
ceived two replies Maybe unempioyed
teachers and counselors should take up
shorthand and typing

. The Neignborhood Youth Corps’ "In-
School Program™ is failing to keep low-
income families in school. Several studies
of groups of enrollees and controls over a
three year period indicate that the prog-
ram “has had no appreciable effect on
enrollees’ decisions to rematn in or drop
out of school.” The primary benefit to
youths in the program appeared to be the
patd work experiences not otherwise av-
ailable, although these jobs were routine
and not likely to develop either skilis or
diversified work experiences for those in-
volved .

-

o Se!

L8330y

IRRE
o

&7

SHES

. School board members in Franklin
County, Florida voted to reduce their sal-
ary from $300 per month to $3 per meet-
ing A citizens’ committee had recom-
mended schoo! budget cuts. but teft it to
the board to decide where v make them

React!

If you have an alternative view, a
comment, a criticism, or a compli-
ment, let us hear from you. Your feed-
back on our articles and ideas, your
direct experience and insights, can
lend an added impact to what we pre-
sent. To react, write; Impact, P.O. Box
635. Ann Arbor, MI 48107.

SOMP'N SHORE
SMELLS TEMPTIN' AN/
APP\‘-TIZIN'—JE.ST
LIKE M OF
WH

Comics Are Serious Stuff

Science returns to the comic strip Close
to 900 newspaper and magazine articles
have been written between 1970 and 1973
on the sociological, psychological, edu-
cational and structural aspects of this
form. The nearly 900 new entries listed in
the revised, updated 2nd edition of
International Bibliography of Comics Lit-
er=* ze (Bibliographie der international
Literatur uber Comics) include a New York
Times Magazine survey of underground
cartoons tn the late 1960°s and a German
study on the connection between reading
readiness and comics reading in junior
high school students Pubtished by Verlag
Dokumentation (Munich), this unique bib-
liography 1s now being distributed by the
R R Bowker Company. a Xerox education
company.

The 4,700 tities are listed under eight
sections: the history of comics, structure,
commercial aspects, readers’ opinions,
the question of their culture-altering and
crime-producing effect on youth, educa-
tional usefulness, use in related forms of
expresston, and judicial and other imtting
measures. Within each section articles
appear according to the country of publi-
cation and provide following details au-
thor, tities of article, publication inwhich it
appears, date of 1ssue and paae number

Special features include 17 full-page
reproductions of foretgn-language ver-
sions of such world-farnous comic strips
as Li'l Abner, Batman and Peanuts, an au-
thor index and a list of 1liustrations. The
table of contents and foreword are written
both n *h and German

Cop: . uf International Bibliography of
Comics Literature, 2nd edition, are avarla-
ble for $18 50 plus shipping and handling
from the RR Bowker Order Department,
P O Box 1807. Ann Arbor, Michigan
48106
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Career Guidance

And

Special Populations

by Thelma Jones Vriend

Vice President for Student Services
Wayne County Community College
Detroit, Michigan

Scciety has always fashioned its educational institu-
tions to suit its needs. During the 1960’s social forces
caused some changes in education, resulting in some
question about what an educated person can and should
know about society and self. In the United States today
education is moving toward something other than an
elitist, meritocractic privilege. More privileged students
are attributing higher status to free education, self-
determined and informally derived, while less privileged
students are demanding access to college. The explosion
of new knowledge and the obsolescence of old know-
ledge has created a more dynamic occupatitnal structure.
There is a need for broader based educational back-
grounds. training. and re-training. We are faced with new
societal perspectives and problems. An increasingly ur-
banized society demands solutions to the accelerated in-
tensity of problems like poliution, transporation, health
care. human relations, housing, and school quality.
Among the educational problems produced by this era
are the dilemmas of careér guidance.

One of the current dilemmas of career guidance is the
fact that students advance through education, but we
have college graduates unable to find jobs. Furthermore,
there are high unemployment rates among youth,
women. and minorities. Students complete general edu-
cation programs with no skills. and people labor unhap-
pily and unproductively at low level jobs. Many workers

need to upgrade their skills for job mobility and ad-
vancement.

There are increased pressures to recognize those
Americans who are a part of the subcultures of rural and
urban poverty, and to alter our previous actions that
treated everyone as White, Anglo-Saxon, Middle-Class,
Protestants. There is continuing concern for the career
guidance of those we view as different or special; those
who constitute a large percentage of the groups cited as
part of the career guidance dilemma Who are these peo-
ple, these “special populations” who refuse to fall into
the predetermined slots of our cuirent societal and educa-
tional network? They are different primarily because they
do not possess the education, goods, services, and experi-
ences that have traditionally been available to the major
culture. (Moore, 1971)

Special Populations Defined

This paper will focus on the mature student from a
working-class background and the minority student. We
are particularly interested in the student who is seeking
another chance, and who usually needs special assistance
to negotiate the current opportunity structure. We find
these students in high concentrations in our urban in-
stitutions from kindergarten through secondary school.
They abound in large numbers in our community col-
leges, and have infiltrated even the more traditional col-
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leges and universities. The author has chosen to focus on
the mature student because that student presents all of the
problems and concerns faced by career guidance experts
and these problems and concerns are compounded over a
longer period of time.

Special Population Described

The mature student population is highly diverse in
ability, achievement, ethnic and political orientation,
age. and academic and occupational interests. They come
from rural areas, small sub-cultural enclaves, and the
ghettos of big cities. They are using education as a vehicle
to achieve social, academic, vocational, financial, and
personal satisfaction.

This group includes the poor, senior citizens, veterans,
the person who has been out of school for a long period of
time, and the worker seeking career upgrading. Large
numbers of women, Blacks, Browns, and Reds are in the
group. In the 1960’s higher education enrollments more
than doubled from over three million to over six million
full time students. Between 1964 and 1968 college en-
rol':.i.ent of Black students increased by 85%. (Carnegie
Comimission Report, 1972).

Many mature students are from working class homes,
and many are the first in their family to attempt post-
secondary education. They are usually employed and
have continuing family or home responsibilities. Conse-
quently, they must arrange class schedules to fit work
schedules. They have practical commitments to learning,
seeking tangible and pragmatic learning experiences. In
terms of academic and occupational interests, the mature
student tends to be more career-oriented and task-
oriented. They tend to value the vocational model of
education.

Career Guidance Needs of Special Populations

The career guidance needs of special populations
parallel those of all students. The major difference is one
of degree: the student usually needs more assistance in
identifying. exploring. and attaining career and educa-
tional goals and developmental tasks. They can be helped
inthree basic areas: assessment, counseling, and support.

Students need to know their strengths and needs in all
areas: who am 1 at this point in time? Assessment is
needed to determine where the student is in basic
academic achievement, educational and career planning,
financial need, physical health, and other human re-
sources. :

Students need to clarify and focus on goals: what do |
want? where am [ going? Counseling and advising assists
the student to develop educational and career plans, ex-
plore personal concerns, examine learning styles, sele.ct
foundation courses. and explore related experiences.

Students need assistance in accomplishing goals set
and periodically re-evaluating goals: How does one get
where one is headed or what one wants? Academic sup-
port provides (1) basic foundation courses that are or-
ganized to consider alternative learning and teaching
styles; (2) expanded learning alternatives through ex-
tended experiences. (3) learning laboratories; (4) alter-
nate credit systenis; (5) and other non-traditional learning
approaches. Human resources support can provide
furtner exploration of psychological development and
learning disabilities.

In providing this assistance to special populations,
guidance specialists should be aware of some of the
unique values and strengths that they possess as well as
some of the special problems they face. Minority students
no longer feel beyond redemption, and stress the impor-
tance of their own culture and values. They often demand
that these values be reflected in the educational process.
Minority students are direct, candid, and often cyncial;
they take disappointment better than the average student.
While they tend to be less academically sophisticated,
they are more worldly and independent. (Moore, 1971).
The life support needs of special populations tend to be
peer-oriented rather than self-oriented, and learning is
best facilitated in “primary” or supportive group settings.
(Foss and Whipple, 1973). These strengths can be power-
ful, positive forces in the process of career guidance for
student development.

Implications for Career Guidance Specialists

To effectively implement career guidance practices set
forth by theorists and practitioners, career guidance
specialists must first examine their basic philosophicand
theoretical positions. A re-evaluation of basic beliefs
about the nature of genkind is in order. A theory of help-
ing people must include a theory of what is good for
people-in-the-world, and a theory of what may construc-
tively influence people-in-the world. {Geis, 1969) We
must be ready to reaffirm our belief in the inherent worth
and uniqueness of every individual, and our concern for
the individual in the social setting.

Our actions are to be based on the fact that each indi-
vidual acts to enhance his perceived self, and that each
individual has the innate ability to learn and can be
helped to make choices that lead to self direction consis-
tent with social improvement. (Hill, 1965). Students, act-
ing on the basis of their own attitudes and perceptions,
need continuing guidance from competent specialists.

That difference does not constitute inferiority is a prin-
ciple applicable to women, minorities, different age
groups, veterans, and others. The developmental ap-
proach is valid for all only if we remove the age limita-
tions from the stage expectations. Because development
has not reached an expected level at a certain point in
time does not mean that this development cannot occur.
Studies are currently being conducted at Wayne County
Community College relative to the stages of the socializ-
ing process and the effects of its systematic development
on cognitive learning in adults.

Educational determinism (“What an individual should
know”) is often an impediment to career guidance.
Specialists might well replace this attitude with an objec-
tive view of the student as being at a specific point,
nzeding to progress to another point to attain his goal,
and finding methods of assisting him to get there. A
redefinition of a drop-out may question whether the set
goal of the student has been reached rather than the com-
pletion of a predetermined time period.

Career guidance specialists are also human relations
experts and human rights activists, They must be willing
to battle the forces that deny opportunity and dignity to
any group. In addition the professional can help students
to effectively cope with these forces, and influence col-
leages to be active forces for change.

The tools and techniques of career guidance have been
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extensively reported in the literature. Various programs
and projects have utilized special combinations for
specific target groups, and reports of longitudinal studies
are available. Hanson and Borow discuss ten career gui-
dance programs in Career Guidance For A New Age.
(Borow, 1973)

A very effective career guidance program has been in
operation in Detroit since 1965. It is an excellent model of
a combination of theories and practices to produce a
successful program for a special population in a large
metropolitan school system. The writer was personally
involved in its development and will present basic ele-
ments of the Developmental Career Guidance Project as
models. The Developmental Career Guidance Project was
conceived, developed, and geared to minority siudents
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throughout the developmental range of kindergarten
through 12th grade. Many similarities have been found in
the needs of the parents of these students and mature
students at Wayne County Community College.

The results of five years of demonstration and research
in DCGP has emphasized the importance of the totality of
the career guidance experience. Each school needs to
develop atotal program which integrates career guidance
experiences with all learning experiences, including
classroom activities for all school subjects. Activities
need to be related to the world of work with business,
industry, and the community intricately involved. Spe-
cial populations need a series of broadening experiences
that increase their knowledge of alternatives. Miller’s
tenets of career education closely parallel DCG activities
aver the years. (Miller, 1973) Career guidance should (1)
be a fusion of all areas for all students; (2) involve all
students regardless of post-secondary plans heginning
with school entry into the adult years; (3) involve the
entire school program and unite schools. communities
and employers in a cooperative education venture; (4)
provide the student with information and experiences
representing the entire world of work; and (5) support the
student from initial career awareness to career explora-
tion, career direction-setting, career preparation, career
placement. and finally career re-education if desired.

Effective guidance practices are also geared to assist the
student in developing a healthy self-concept. Success
experiences are provided that build a concomitant sense
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of control of self and environment. Significant others are
important in the form of role models, community models,
parents, and peers. Workbooks that promote decision
making and value skills in elementary school children
have been effective tools. Sally Spedding, formerly of
DCGP, has developed such a workbook for Southfield
Schools. Ira Bank’s Career Word Games for elementary
school children were developed in DCGP Schools and
recently published by Chronicle Career Guidance. Arthur
Carter developed a career game for elementary school
students in a Project school. The same principles are
currently being utilized to develop tapes of career success
:inodels in the community for community college stu-
ents.

Career guidance activities for a specific school program
can be based on several interrelated areas. Information is
disseminated to students through films, filmstrips, other
media, and assemblies, to name a few. Student percep-
tions of the world of work and community resources can
be broadened through field trips, speakers, or events such
as career weeks, career days, and career fairs. Orientation
events can be planned to acquaint students with the next
level of school work. Parents are important resource peo-
ple who can often benefit from career information and
experiences. Discussion groups, trips, special events and
newsletters promote this aspect of a career guidance
program. Community involvement through community
groups and consultations is encouraged. Faculty work-
shops, newsletters, manuals, presentations, orientations
and research facilitate their active participation on an
ongoing basis in the career guidance process.

Summary

The process of career choice, once considered a one
time event of youth, is now regarded as a continuing
process of accommodating to changing circumstances.
Young people face bewildering career choices. Persons in
their 40’s and 50°’s often face job changes for various
reasons, and special populations of all ages need assis-
tance with training programs, entrance into the labor
market, and the development of human resources.

The people who live in super-industrial societies will
need new skills in three crucial areas: learning, relating,
and choosing. (Toffler, 1970) A powerful new dimension
can be added to education by teaching students how to
learn, unlearn, and relearn. The accelerated pace of life
increases the difficulty of making and maintaining re-
warding human ties. Choice-making is important in a
warld of complex decisions and unlimited choices.

The career guidance specialist is challenged to ex-
amine the needs, strengths, and values of his or her clien-
tele. The professional is further asked to examine his own
attitudes and values, and to become actively committed
advocate for equal opportunnities for all students.
Theories, practices, techniques, tools, and information
can then be organized into a total school career guidance
program utilizing all the necessary human resources and
expertise available. The career guidance specialist must
move frcm the seeking of excellence in a few to the de-
velopment of potential of all students.

For reference list see the Bibliography
section at the back of this issue.
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by Juliet V. Miller

Assistant Director of
Measurements and Guidance

Oakland County Schools

Pontiac, Michigan

Introduction

There has been increasing interest on the part of many
guidance staffs in secondary schools in finding effective
ways of developing career guidance programs. Because of
the recent thrust in career education, there has been con-
siderable activity in the area of career guidance. There-
fore, guidance staffs are faced with the rather formidable
task of sifting through the mass of available information
to identify those guidance strategies which are most ap-
propriate for their students. Several career guidance
programs have been designed using the systems ap-
proach and illustrate its use in designing career guidance
programs.

Systems Approach

The systems approach provides a comprehensive
model which a guidance department staff can use on an
nn-going basis for program design, implementation, and
review. The approach involves a number of steps which
ultimately result in a career guidance program which is
tailored for the students whom the program serves. Some
programs that have successfully used the systems ap-
proach are the Comprehensive Career Guidance Program
(Mesa, Arizona), the Systems Approach to the Develop-
ment of Pupil Personnel Services Project (David Cook).
and Operation Guidance (Ohio State University). Basi-
cally, use of the systems approach includes the following
steps: (1) needs assessment; (2) development of goals and
objectives; (3) identification and selection of guidance
stiategies: and {4) program evaluation.

Q

Needs Assessment

It is literally impossible for any career guidance pro-
gram to be all things to all people. If guidance resources
and staff were unlimited, this might be a worthy goal;
however, most of us live in a real world with many real
constraints on the type of program which we can design.
A needs assessment study is intended to help the guid-
ance staff identify and prioritize the most relevant needs
of students so that the career guidance program can be
responsive to them.

The first step in needs assessment is to develop a
number of statements that reflect possible students’
needs. Some examples from the Comprehensive Career
Guidance Project are:

I need to understand how I am progressing in each

class and how I can improve my work.

I need to know what I can do now to prepare for work

that I want to do in the future.

I need to get in touch with my feelings and understand

how feelings affect my behavor.

I need to be u more sharing and trusting person.
Once a comprehensive list of such items has been de-
veloped, a number of groups can be surveyed. These
might include students, teachers, counselors, adminis-
trators, and/or parents. These groups are asked to rate the
importance of the stated needs and to indicate which
should have highest priority. The results of the needs
assessment provide the basis for developing the career
guidance program because it helps identify relevant
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needs, prioritizes those needs, and leads directly to the
second step in the systems approach, developing goals
and objectives.

Goals and Objectives

Once the needs assessment has been completed, guid-
ance staff is ready to develop career guidance program
goals and objectives. Goals and objectives are important
because they define the career gu: 'ance program. The
last two steps in the systems approach, selecting guid-
ancestrategies and program evaluation, are dependent on
the program goals and objectives. Once the needs have
been identified, they can be translated directly into goals.
For example the need statement, “I need to get in touch
with my feelings and understand how feelings affect my
behavior,” would translate into the goals, “Students will
identify their feelings and will understand how feelings
affect their behavior.” A goals statement is a general
statement about how students will change as a result of
the program. Objectives are statements of the actual be-
haviors, knowledge, and/or attitudes which students will
develop as a result of the program including the accepted
level of perforinance on evaluation measures. The follow-
ing example from the Comprehensive Career Guidance
Program illustrates a goal statement with objectives:

Goal- To understand ways in which the availability

and/or desirability of vocational opportunities are

being influenced by trends resulting from social,
economic, and technological factors.

Objective - Given examples of factors which are affect-
ing job opportunities, to identify correctly in at least
three of five cases whether they are social, economic,
or technological factors.

Objectives - To list three ways in which current infor-

mation on job trends can be obtained.

When developing goals and objectives for career guid-
ance programs, it is helpful to use broad categories to
group them Again, borrowing from the Comprehensive
Career Guidance Program, the following are possible
categories: vocational educational, personal-social,
learning-to-learn (academic), social responsibility (citi-
zenship), and leisure. Using such categories can help
insure program comprehensiveness as well as help the
guidance staff see the relationship between program
goals and objectives.

Guidance Strategy Identification and Selection

Once goals and objectives have been developed on the
basis of the needs assessment, the guidance staff is faced
with the task of identifying appropriate strategies for the
career guidance program. It is at this point that it is
important to expand traditional thinking about guidance
services. Traditionally, we have talked primarly about
interventions which are done by counselors. Increas-
ingly, however, thereis support forthe idea that guidance
services should involve many others such as teachers,
students, paraprofessionals and parents. Gyshers (1973)
has suggested three broad categories of guidance pro-
gram responsibilities. These include indirect functions
where counselors input information and interact with
others who then have direct contact with students, shared
functions where counselors team with other potential
staff, and direct functions which counselors provide di-
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rectly to students. These categories may be helpful to
remember as I explore the wide range of methods avail-
able for incorporation into a career guidance program.

For a three year period, as a staff mnember at the
ERIC/CAPS Center, [ was involved in a number of projects
which focused on reviewing the total range of caicer
guidance methods currently available. The results have
been published in the new Handbook of Career Guidance
Methods (Campbell, Walz, Miller and Kriger, 1973).
Through our work the following method groups were
identified:

Achievement Motivation Training

Assessment Techniques

Behavior Modification

Black or Ethnic Studies

Career Days

Creative Experiences

Decision Making Training

Economic and Consumer Education

Field Trips

Group Procedures

Individualized Education

Intergroup Education

Media

Mobile Services

Occupational Information Systems

Placement

Prevocational Programs

Role Playing

Simulation

Social Modeling

Value Clarification

Work Experience Programs

Many of the methods listed above are currently being
used in the programs referred to in the bibliography. At
this point, however, I should stress the basic premise of
the systems approach: methods are selected because the
promise to achieve the objectives which evolved from the
needs assessment. Whether or not any particular method
is approapriate for your program will depend on the ob-
jectives which you have developed.

Evaluation

The final step in the systems approach is evaluation.
This is a difficult area which we in guidance have strug-
gled with for some time. The systems approach recog-
nizes four basic types of evaluation: context evaluation,
input evaluation, process evaluation, and product evalu-
ation. Context evaluation is really needs assessment,
which was previously discussed. Input evaluation is
evaluation of guidance methods which has also been
discussed. Process evaluation provides for on-going
monitoring of the career guidance program by gathering
information regarding the efficiency of the program oper-
ation.

Product evaluation focuses on the extent to which the
program successfully meets the stated objectives. It fo-
cuses on changes within the student that have resulted
fromn the program. This type of evaluation is difficult and,
therefore, has been lacking in many career guidance
programs. However, using the systems approach when
designing career guidance programs can facilitate pro-
duct evaluation. In several guidance programs,
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criterion-referenced measurement is being used for pro-
duct evaluation. This procedure provides information
about the level of performance of individual students on
specified objectives. Thus, unlike standardized non-
referenced tests which compare a student to other groups
of students, criterion-referenced testing provides feed-
back on an individual student's mastery of specific pro-
gram objectives. Use of this type of measurement pro-
vides on-going monitoring of the progress of each student
in the program.

Summary

I have attempted to describe a number of new develop-
ments in career guidance using a systems approach
framework. Designing a comprehensive career guidance
program is a major effort which can easily fail if there is

not some systematic approach to the task. The systems -
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by Thomas J. Jacobson

Director of Pupil Personnel Services
Grossmont Union High School District
La Mesa, California

Introduction

The career guidance center is a recent innovation in
school counseling programs that has been documented
by Jacobson (1971, 1972a, 1972b, 1972c,) and Jacobson
and Journey (1973). Career guidance centers or *“‘career
centers,” as they are usually called, are operatlonal deliv-
ery systems developed to provide students in junior and
senior high schools with a continuous exposure and
orientation to career information, counseling, individual
appraisal, placement, and awareness of existing training
and educational programs during the important years
that the student is in junior and senior high school.

The developmeat of career centers was based on known

ion

approach can provide the following benefits to would-be
program developers:

Helps you identify needs that your students feel are
important, thus insuring program relevancy.

Helps you set priorities, thus resulting in efficient use
of limited guidance resources.

Helps you set appropriate goals ard objectives that
provide on-going direction for the program and a basis
for evaluation.

Helps you deal with the vast array of guidance
strategies available to you by specifying the types of
outcomes that those strategies must facilitate.

.Helps you in continous management of your program
by providing feedback about the perfomance of indi-
vidual students on measures designed to test mastery
of program objectives.

vocationa! development theory research. Difierent voca-
tional development theorists (Ginsberg, et. al., 1951,
Super, 1957, and Miller and Form, 1951) have indicated
that vocational or career development is a continuous
process with specific periods and stages that occur over
time, and that to assist students there must be com-
plimentary services provided on a continuous basis to
facilitate student career development.

The career center has been very popular with career
counselors and school ad ministrators because it is a con-
cept and operating system that can be implemented
quickly without a large increase in budget, existing staff,
orfacilities. The centers, too, have been very popular with
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students as shown by a large daily traffic flow of students
throughout an entire school year.

Several questions that have occurred to career coun-
selors and directors of pupil personnel is the impact that
these centers have on students within a school in the area
of career guidance, career development, etc. What mater-
ials are most useful to students? Why do students visit the
career centers? What services or assistance are students
most interested in obtaining? What materials are most
helpful or least helpful in working with students? Are
students in different grade levels interested in different
areas of career development, and do they visit the career
center in search of different information and different
services?

This pilot study is an initial attempt to examine the
operation of one career center and to profile student re-
sponses to the center operation and materials used during
the initial year and one half the center has been in opera-
tion.

Method

During the academic year 1971-72, a career center was
established at Orange Glen High School in Escondido,
California. At the time the center was established, the
career counselor and the guidance coordinator at the De-
partment of Education determined that it would be in-
teresting and helpful to obtain some baseline data on the
operation of a career center in its initial program during
the 1972-73 school year. Some questions that occurred
were: What students will use this career center? What
ability levels will they represent? What are their future
plans and their motivation for using the center? What
type of activity will visits to the center and the materials
in the center motivate in these students? What materials
that are in the center will be most useful or least useful in
working with students at different grade levels? Lastly,
what effect will the addition of a career center to the
existing school guidance and counseling program have
on the total provision of services to students when com-
pared with the existing program before the addition of the
career center?

The career center was in operation for approximately
six months at the time the original data was collected and
recorded in 1972, One year after the original data was
collected, the same questionnaire was again adminis-
tered to a random sample of the same students in the
Orange Glen High School. A random sample of 100 stu-
dents from each grade level (9 through 12) was again
selected and administered the Career Guidance Center
Student Questionnaire. The questionnaire was adminis-
tered to all the students present on a given day in general
subject classes at each grade level. Each grade level sam-
ple included a slow class, and average class, and a fast
class with an approximate student sample of 100 from all
three classes. The data cards were then sorted to separate
students who visited the career center from students who
had not. The data presented concerns students who vis-
ited the center during the first sample in 1972 and the
second sample in 1973. Four grade levels from 9th grade
through 12th grade are compared.

Discussion

A review of Table #1 indicates that in the 9th grade the
sample was more heavily weighted with females in 1972.

Table #1

Sex o9th Grade 10th Grade
1972 1973 1972 1973
Male % 43 29 54 53
Female % 57 7 46 48
Sex 11th Grade 12th Grade
Male % 74 68 40 43
Female % 26 32 60 57

This trend increased in 1973 when three 9th grade
females were visiting the center (which is a voluntary
program) for every male who visited the center. At the
10th grade level, the percentage of males and females
visiting is even. In the 11th grade, the pattern switched
again to where two males had visited the center for every
female in both the first and second sample. Among 12th
grade visitors to the career center, there is a predomi-
nance of females, with six females visiting for every four
males. A generalized statement would indicate that in-
terest in visiting career centers is divided between males
and females with slightly more interest by females. This
tends to fluctuate by grade level.

Table #2

WHAT IS YOUR PRESENT COURSE OF STUDY?

9th Grade 10th Grade
1972 1973 1972 1973

General % 46 40 40 45

Vocational or 11 13 11 21

Industrial Arts %

Business % 4 7 9 5

College

Preparatory % 38 40 40 29
11th Grade 12th Grade

General % 21 42 40 26

Vecational or

Industrial Arts % 8 20 9 13

Business % 16 9 11 13

College

Preparatory % 55 29 40 48

A general overview of Table #2 indicates that thereisa
shift across all four grade levels with some increase in
students interested in vocational or industrial arts pro-
grams at each grade level, although when compared
across grade levels, the percentages are not consistant.
In the college preparatory group, there is no significant
increase from year to year. The general curriculum
shows a decrease at the 9th grade but an increase at
10th and 11th grades and then a decrease again in the
12th grade. There is a noticeable shift in students’
identification of their curriculum program in school.
This is understandable because many students in high
school are unclear about the specific program they are
enrolled in and also uncertain about their plans.
Perhaps the most accurate indication of student ex-
pression of the program they enrolled in is at the 12th
grade because it is at the end of the high school prog-
ram. Data here shows an increase in vocational and
industrial arts, business as a major, a decrease in the
general program, and an increase in college prepara-
tory.
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Table #3

AT THE PRESENT TIME MY PLANS FOR THE FUTURE ARE:
9th Grade 10th Grade 11th Grade 12th Grade
1972 1973 1972 1973 1972 1973 1972 1973
I am undecided about % 18 19 13 13 11 17 6 13

whether to go to work

or continue in school.

To graduate from high % 7 19
school and go right

to work.

To graduate from high % — —
schoo! 2nd become a

housewife.

To graduate, then % 14 13
enter military service

and to do school there.

Attend a private, % 14 6
technical, trade, business
or beautician school.

To take some junior
college or adult

adult education courses.
To complete a junior % 4 13
college grogram (degree

or certificate).

Go to a junior college % 25 25
and then transfer to a
four-year college.

Go right to a four-year
college or university.

% 4 6

% 14 —_

Student plans for after graduation from high school
seem mixed from responses of both sample groups and
across grade levels. Expressed student plans do not ap-
preciably change across grade levels or from sample to
sample. Services of the career center are perceived as a
total service to students with different occupational
plans. No one group of students has seen the career center
as specifically related to their particular occupational
plans after high school, as noted by the diversity of vis-
.itors. A summary of student plans would indicate more
realistic choices developing from the 9th grade to the
12th grade, with some shift from the 1972 to 1973 sample
and a noticeable increase in the number of students who
want to attend a private, technical, trade, business, or

17 26 13 22 23 17

9 15 11 7 — —_

— 21 8 13 17 17

19 13 29 17 26 28

21 5 24 11 11 13

A majority of students at all grade levels in both sam-
ples indicates that they have given a lot of thought to their
plans for after high school. There is an increase in the
amount of student interest in career planning starting at
the 9th grade where 63% of the students have given very
much thought to this process. In the 12th grade there is
even more of an increase in career planning where 74%
have given very much thought to their plans. Career
choice and planning is a developmental concern that is

Table #5

HOW MANY TIMES HAVE YOU VISITED
THE CAREER GUIDANCE CENTER?

oth Grade 10th Grade
1972 1973 1972 1973

beautician school. None % 8 — — 3
Table #4 One time % 46 36 47 29
o .
HOW MUCH HAVE YOU THOUGHT ABOUT Em‘;‘h’“ %o 38 43 36 29
YOUR PLANS FOR AFTER HIGH SCHOOL? Four-five % 4 21 9 26
oth Grade 10th Grade times
1972 1972 1972 1973 Six or % 4 —_ 7 13
Very much % 50 63 36 45 more times
Somewhat % 50 31 51 40 11th Grade 12th Grade
Seldom % — 6 13 13 None % —_ = 3 —
Never % —_ - —_ 3 One time % 9 26 20 16
11th Grade 12th Grade t'li"‘:'lg-sthree % 57 37 43 24
Verymuch % 66 65 60 74 o
- - 11 19 13 24
Somewhat % 26 30 32 26 g(')::sﬁve %
Seldom % 3 4 6 — Six or
Never % 3 — —_ - more times % 23 19 20 32
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expressed by students of both sexes in different grade
levels. A comparison of the percentages obtained on the
two samples indicates that student interest in this area
has increased.

Most 9th grade students in both samples visited the
career center from one to three times with only one stu-
dent out of five visiting four or five times. In the 10th
grade, most students visited the career center one to three
times in the original sample, with a trend toward an
increase in student visitations in the second sample. The
trend toward more student visitation to the career center
is continued in the 11th and 12th grade with one half of
the students visiting the career center four or more times.

Table #6

HOW LONG WAS YOUR VISIT(S) TO
THE CAREER GUIDANCE CENTER?

9th Grade 10th Grade
1972 1973 1972 1973

5 minutes % 15 29 4 24
or less

6to 10 % 33 14 7 32
minutes

11to 15 % 30 7 24 16
minutes

16 to 20 % 4 7 27 14
minutes

30 minutes % 15 43 38 14
or more

11th Grade 12th Grade

5 minutes % 14 11 21 26
or less

6 to 10 % 32 14 29 28
minutes

11to 15 % 14 25 15 18
minutes

16 to 20 % 16 9 15 14
minutes

30 minutes % 24 41 21 14
or more

In the original sample, student visits to the career
center were longer. As the career center became estab-
lished and students became more familiar with its ser-
vices, they spent less time on individual visits, however,
by going back to Table #5 we can see that student visita-
tions were more frequent. One could expect a greater
number of student visitations, but for shorter periods of
time, as the career center becomes established and stu-
dents become more familiar with its resources, materials
and services.

The data also seems to indicate that a career center
director would be wise to start building his center with
job information files, books on occupations, and
brochures on available training. Personal referrals such as
interviews, fieldtrips, etc. should also be provided. The
more expensive components for a career center including
movies, filmstrips with tapes, VIEW materials, and test-
ing can follow as demand and budget increase.

Different students have an interest in different types of
presentation modes. Books, information files, and
brochures on training available are perhaps the most
common form of materials that students are accustomed
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to and hence the most popular. Perhaps it takes an even
greater period of time than a year and a half to make
students aware of and comfortable with the use of media
and materials in the form of movies, aperture card mi-
crofilm readers, and tape playing equipment.

Table #7
WHY DID YOU VISIT THE CAREER GUIDANCE CENTER?
9th Grade 10th Grade
1972 1973 1972 1973

For specific % 38 33 22 39

job information

For general % 17 7 20 16

job information

Because of % 8 — 7 16

work experience

education

Todo a % 8 — 2 5

research paper

For testing % — 7 22 3

Other % 29 53 47 21
11th Grade 12th Grade

For specific % 28 44 33 39

job information

For general % 42 16 37 27

job information

Because of % 11 21 30 20

work experience

education

Todo a % — 5 —_ -

research paper

For testing % 3 — —_ 2

Other % 17 14 — 12

Students at all grade levels had an interest in specific
job information as a primary purpose for visiting the
career center. Second only to specific job information was
a desire to obtain general information. Work experience
education had a minimal effect on 9th and 10th graders
but increased in the 11th and 12th grade where students
were old enough and in a position in their high school
program where they could participate in this program. A
majority of 9th grade students report “other” as a reason
for visiting the center which probably indicates simple
curiosity. Among 10th, 11th, and 12th graders, specific or
general job information was the reason for visiting the
career center.

Books on occupations and brouchures on training
available seem to be the most preferred form of materials
for use by students across both grade levels and separate
samples. Personal referrals were also preferred at all
grade levels by both samples.

In both groups and across grade levels students rated
movies, which are among the most expensive materials in
the Center, as the least helpful type of materals in the
career center. Books on occupations and outlook informa-
tion were rated as the least helpful more frequently by 9th
and 10th graders than by 11th and 12th graders. Job in-
formation files were rated less helpful by 11th and 12th
graders than by 9th and 10th graders, Brochures on train-
ing available were seen as least helpful across all grade
levels by approximately sixteen percent of the students.
Filmstrips with tapes were seen as least helpful by a
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Table #8

WHAT TYPE OF MATERIALS AVAILABLE IN THE CAREER GUIDANCE CENTER
WAS MOST HELPFUL TO YOU? (CHOOSE ONE ONLY)

9th Grade

1972 1973
Books on % 32 14
occupations
and Outlook
Information
Job information % 8 21
files
Brochures on % 44 14
training available
Movies % 8 7
Filmstrips with % — 7
tapes
Tapes % 4 7
VIEW % — 7
materials
Testing % — —
Personal % 4 21
referrals
(interviews,

fieldtrips, etc.)

greater number of 9th graders than any other grade level
with a decrease among the 10th, 11th, and 12th grade
students. Personal referrals were seen as least helpful at
the 9th grade level and decreasing to the 12th grade level
where only two percent saw the personal referrals as least
helpful. Student evaluations of the helpfulness or
nonhelpfulness of materials would argue for a muitiplic-
ity of different forms of materials to be used n career
centers.

10th Grade 11th Grade 12th Grade
1972 1973 1972 1973 1972 1973
20 30 12 20 12 21
16 22 15 12 24 13
23 22 24 39 9 31
9 3 9 7 — 2
9 3 15 2 9 2
— — p— — —_— 2
9 —_— 3 2 9 2
2 — — — 3 —_
11 22 21 17 33 27

Friends and parents, rather than teachers and coun-
selors, are those who students consult after visiting a
career center. This information is not unique or new.
Friends and parents are the two most “significant others"
who students relate to in terms of discussing future plans,
or for that matter any of their activities. It is interesting to
note that at the 9th grade level, with the excepticn of
“friends,” “parents” received the greatest amount of in-
teraction with students after they visit a career center.

Table #9

WHAT MATERIALS IN THE CAREER GUIDANCE CENTER
WERE THE LEAST HELPFUL TO YOU? (CHOOSE ONLY ONE)

9th Grade

1972 1973
Books on % 12 23
occupations
and Outlook
Information
Job Information % 20 8
files
Brochures on % 16 8
trainin
available
Movies % 32 8
Filmstrip with % 4 8
tapes
Tapes % — —
VIEW % — 15
materials
Testing % 8 15
Personal % 8 15
referrals
(interviews,
fieldtrips)
Q

10th Grade 11th Grade 12th Grade
1972 1973 1972 1973 1972 1973

24 22 6 13 4 12
5 5 9 13 7 12
5 11 18 15 18 16
15 35 30 25 39 37
7 — 3 3 4 2
7 8 3 13 7 7
10 5 12 — 4 5
17 8 18 13 14 7
10 5 —_ 8 4 2

o -
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Table #10

HAS EXPOSURE TO MATERIALS IN THE CAREER GUI-
DANCE CENTER MOTIVATED YOU TO DISCUSS YOUR
PLANS FOR AFTER HIGH SCHOOL WITH ANY OF THE FOL.-
LOWING PEOPLE? (CHOOSE ONLY ONE. SELECT THE PER-
SON YOU DISCUSSED YOUR PLANS WITH THE MOST.)

9th Grade 10th Grade
1972 1973 1972 1973

Friends % 23 50 20 30
Parents % 31 43 40 43
Teachers % 12 — 4 —
Counselor % —_— - 7 5
Others % 8 — 7 5
No Discussion % 27 7 22 16
11th Grade 12th Grade
Friends % 26 28 21 20
Parents % 43 44 50 43
Teachers % — 2 —_ -
Counselor % 9 5 6 6
Others % 3 7 — 6
No Discussion % 20 14 24 25

The value of a career center as a catalyst that stimulates
student interaction and interest in careers can be seen
from the follow-through by students to discuss materials
in the career center with both friends and parents. It can
also be noted that very few students at the 9th, 10th, and
11th grade failed to discuss the information with anyone,
but that one student out of four at the senior level did not
discuss this information. Teachers and counselors were
rarely contacted by students following a visit to the career

. center.
Table #11

HOW DO YOU FEEL ABOUT YOUR VISIT(S) TO THE CAREER
GUIDANCE CENTER?

9th Grade 10ih Grade

1972 1973 1972 1973
Very good— % 12 14 24 13
extremely helpful
Good—helpful % 42 36 27 45
O.K.—provided % 27 50 38 32
some information
Poor—of little % 4 — 7 3
help
Very poor—no % 15 — 4 8
help

11th Grade 12th Grade
Very good— % 14 19 12 16
extremely helpful
Good—helpful % 42 37 36 25
O.K. provided % 31 42 42 49
some information
Poor—or little % 14 2 9 2
help
Very poor——no % —_ - — 8
help

Students in both samples at all grade levels were over-
whelmingly positive in evaluating their feelings about
their visits to the career center. Very good. extremely
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helpful, good—helpful, or okay—provided some infor-
mation, received a bulk of student responses. Negative
responses of poor—of little help, or very poor—of no
help, received minimum responses by both samples at all
grade levels.

Table #12
HOW MUCH DO YOU THINK OTHER STUDENTS WOULD
BENEFIT FROM THE USE OF THE MATERIALS IN THE
CAREER GUIDANCE CENTER?

g9th Grade 10th Grade

1972 1973 1972 1973
A lot % 42 43 57 35
Some % 50 43 39 57
Very little % — 14 2 5
Not at all % 8 — 2 -

11th Grade 12th Grade
A lot % 51 49 39 33
Some % 43 49 55 53
Very little % 6 2 3 10
Not at all % —_— = —_ 4

Positive opinion was held by students of both samples
at all grade levels concerning the benefit that other stu-
dent would receive from the use of the materials in the
career center. On the negative side, however, very little or
not at all, received limited response from a!l grade levels
with the exception of the 12th grade where fourteen per-
cent indicated that there would be very little or no benefit
to students who would use the materials. Generally, how-
ever, students have a positive feeling about the benefits
that students received from career centers.

Table #13

9th Grade 10th Grade

1972 1973 1972 1973
More services % 19 57 40 22
received
Same amount % 69 43 53 5@
of services
received
Less services % 12 — 4 19
received

11th Grade 12th Grade
More services % 60 41 68 31
received
Same amount % 34 51 26 51
of services
received
Less services % 6 7 6 16
received

The addition of a career center (o a pupil personnel
program seems to have a positive effect on student opin-
ions concerning their receipt of guidance services. Stu-
dents at the 9th grade level were more positive in indicat-
ing that they had received more services with fifty-seven
percent responding this way. These students recently
enterad the high school and were involved with a career
center for the first time. 10th grade students that were 9th
graders the preceding year were not so positive in their
evaluation of the services received and tended to balance
less s2rvices and more services received with the same
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amount of services received. The 11th grade students are
more indicated by the 12th grade sample.

Table #14
WOULD YOU RECOMMEND THAT OTHER STUDENTS IN
YOUR SCHOOL VISIT THE CAREER GUIDANCE CENTER?

9th Grade 10th Grade

1972 1973 1972 1973
Yes % 69 86 87 84
No % 23 7 13 11

11th Grade 12th Grade
Yes % 97 83 97 82
No % 3 12 3 18

Students are very positive of their evaluation of the
career guidance centur. Ninth grade students tend to be
more positive than senior students, but the overwhelm-
ing percentage of positive evaluations of the center as a
service a student would recommend to others holds true
sample to sample and across grade levels.

Summary

A summary of the comments and information gathered
from separate tables would seem to indicate that:
One. The career center is a delivery system that is popular
with both males and females.
Two. Thecareer center is a deiivery system that is used by
students in different high school programs with an al-
most equal distribution between pre-college and non-
college-bound <tudents.
Three. Students of differing levels of ability visit the
career center with almost equal frequency.
Four. Students at all grade levels, nine through twelve,
are very inuch concerned about their plans for after high
school and express an interest in using services for the
career center to provide them with information and skills
to assist them in career planning.
Five. In general. students at all grade levels are beginning
to utilize the career center more often with m.ore visits,
but the visits are of shorter duration.
Six. The primary student motivation for visiting the
career center was to obtain specific or general job infor-

mation.

Seven. Evaluation of materials by different students at
different grade levels was varied with books on occupa-
tions, including outlook and information, job informa-
tion files, and brochures on training available, and per-
sonal referrals such as interviews and fieldtrips con-
sidered the most helpful.

Eight. The least helpful materials, as rated by students,
were movies, and this wag true at the 10th, 11th, and 12th
giade levels.

Nine. The more expensive components in career centers
are movies, filmstrips with tapes, tapes, and other sophis-
ticated materials hut these were not rated as highly by
students as migl.. be expected.

Ten. There is a wide range of opinions concerning.the
helpfulness of different materials by different students.
For this reason, a well equipped career guidance center
should contain a variety of materials in order to please
different groups of students.

Eleven. As usual, friends and parents are the “significant
others" who students consult after a visit to career cen-
ters. In this respect, career centers seem to act as a catalyst
to stimulate student discussion of career planning with
parents and friends.

Twelve. Students were very positive intheirrating<of the
services received in career center and were also very
positive about relating and recommending these services
to other students in their own school.

Note: The results of this survey-were obtained in only one
high school. Mr. Lowell Callawa, the Career Counselor at
Orange Glen High School has indicated that the time
constraints in his high school program (forstudent career
center use) and the effect that this inight have on student
visitation, use of materials and general perception of the
career center should be completely considered before
generalizing the results of this pilot study to other popu-
lations.

For reference list see the Bibliography section at the back
of this issue.

Do you have an unpublished speech? Report? Model?
Instrument? Dissertation? Program Description? ERIC
was created to assure access to the educational know-
ledge base. Our basic function is to aid the process of
knowledge-sharing and feedback. Perhaps you have
created an innovative program. Perhaps ynur insight
and expenence have led you to some creative thinking.
Perhaps you’ve carried out some research. Is it in writ-
ten form? If not, have you considered organizing itand
writing it up to make it available for others tobuild on?
ERiC is always looking for new documents. We con-
tinually review ma.erials for Central ERIC’s monthly
collection in Research in Education. If you would like
to submit a paper, send two clean (suitable for Xerox
reproduction) copies, preferably accompanied by an
abstract of 150 words, to RIE Selections, ERIC/CAPS,
School of Education, The University of Michigan, Ann
Arbor, Michigan 48104.
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The Ford Foundation engaged in a number of funding
activities during fiscal 1973 including 4 number of grants
to education and research.

"he Foundation supported several retraining programs
for elemnentary and secondary school teachers and ad-
ministrators in an effort to promote more effecave leader-
ship for more effective instruction. Grants were made for
centers in Boston, New York and Washington where par-
ticipants include teachers, school administrators, para-
professionals, and parents.

A retraining program for principals in eastern Mas-
sachusetts received assistance through agrantto the Edu-
cation Development Center. Also, the last «n a six-year

learning process.

The Foundation supported efforts for improved ad-
ministrative and financial management of public educa-
tion in Boston, New York City and ¥lorida and assisted
both reform activities and efforts to provide information
to experts, legislators, and citizens on equitable school
financin, alternatives.

In higher education, the Foundation continued support
for a six-year, $50 million effort begun in 1972 to bolster
the financial and educational strength of traditionally
black private colleges. A companion program to help

“vidual students and faculty members from selected

ority groups in advanced education and scholarship

Ford Foundation Issues
Grant Data for Fiscal 1973

series of grants was made to a consortium of seven univer-
sities that are reformulating their graduate training for
orincipals and other administrators.

The Foundation's six-year-old Leadership Develop-
ment Program, which provides fellowships for educators
and community workers in rural and small-towa areas,
received funds for an additional 60 fellows. The program
has assisted 414 men and women from 31 states and
Canada.

Support for alternative approaches to schooling was
continued with grants to Harlem Preparatory School in
New York, which gives high school dropouts another
chance, and the tederation of Boston Community
Schools—two commuity schools for low-income
families. A grant also was made to :valuate the first three
vedrs of a new high school in New York City being run
jointly by community residents and public education au-
thorities.

Fina! support was given Project Opportunity, which
assists poor Southern students, who otherwise might not
finish high school. to go on to college.

Since 1972, an internal Foundation task force has been
considering ways of producing better understanding of
human learning processes and a more coniprehensive
educational theory. This year it recommended interdisci-
plinary research on various aspects of the learning pro-
cess. Two such subjects receiving *..creasing Foundation
attention are the study of adole w.ents and the different
ways in which maleand female * 1dentsare treated in the

received $6 million.

Several external-degree programs, in which a person is
granted credit for what he or she learns regardless of
where or how it is learned, received continued support.
These include the 30 colleges and universities that com-
prise the University Without Walls, plus Britain's Open
University.

The movement for equal rights and opportunities for
women in higher education received Foundation support
through faculty research, dissertation fellowships, and
grants to women's studies centers.

The Foundation continued assistance to universities
and colleges working to improve their financial manage-
ment practices. For example, continued support was
given the Common Fund for Non-Profit Organizations,
which provides professional management for more than
$200 million in endowment funds of 275 colleges. uni-
versities, and independent schools.

Finally, a new Office of Public Policy and Social Or-
ganizations was established to concentrate on research
and training activities aimed at more effective public
policies and programs dealing with societal issues. Its
agenda includes studies of important legal, government,
and social institutions.

For further information on Ford Foundation grants and
activities in education and in other areas as well, contact.
Richard Magat, Office of Reports, 320 East 43rd Street,
New York. NY 10017 or call (212) 573-4830 or (914)
664-7078.
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Mew Vistas For
CAReer DEVELOPMENT
MarionaL, State, AnD
PROFESSIONAL
DevELOPMENTS

by Carl McDaniels

Director of Graduate Studies and Research
Virginia Polytechnic Institute

and State University

and Past President, NVGA

Over recent years the sup-ort provided for career edu-
cation, hence for career development, has been minimal.
Today the current interest in career development is the
direct result of significant concerns throughout the na-
tion for career education. However, career develepment
is not a new concern. For over sixty years the National
Vocational Guidance Associatior *,as been in support of
career development through vocational guidance in an-
nual meetings, in policy statements and in NVGA period-
icals.

The point is that the thrust toward career education
may result inthe most extensive public support for career
development in the sixty year history of the movement.
As one studies the past half century or so it can be seen
that there have been peaks and valleys of support. The
most recent peak for vocational guidence was the strong
veterans interest in the last 1940’s and early 1950°s.

The current public supportfor career development is
derived from other areas as well. The new Comprehen-

mid-career and pre-retirement assistance. A growing
number of older Americans are likewise clamoring for
career help. Thus, support for the career development
movement seems to be coming from many directions and
from many different age groups.

Support for Career Education

At the national level the US Office of Education,
through former commissioner Sidney Marland, has taken
the lead in support of career education. Marland carried
the message in a whirlwind series of speeches around the
country in 1971 and 1972. He made one of his last major
presentations on the subject at the APGA convention in
San Diego in early 1973. Since Marland’s departure, na-
tional leadership in this area has been provided by Ken-
neth Hoyt, former president of APGA, and now Associate
Commissioner of Education for Career Education. An of-
ficial position paper from the Office of Education is now
in the discussion stage. Various national groups are
studyirg this paper for possible support.

There has also been national support from a number of
different sources.

Council of Chief State Schonl Officers. In a 1971 resolu-
tion, the Council of Chief State School Officers stated its
belief that “preparation for careers as well .z good citi-
zenship should be a basic policy of education,” and
pledged to “develop educutional programs for all youth
to help assure equal opportunity for preparation for
careers.” The resolution also supported “a continuing
program of training, retraining, advancement and promo-
tion. . . for out-of-school youth and adults.” This council
is currently carrying out a career education study for
USOQE.

Education Commission of the Statcs. A major force
report for the Education Commission of the States begins
with the observation that “if the ideal of education com-
mensurate with the interests, needs and abilities of
American citizens is to be approximated, and if that edu-
catios: is to have relevance to the skills, awareness and
concerns essential to a frée, progressive and technically
competent society in this last quarter of the 20th century,
it is essential that priorities be realigned and that we
return to the concept of education as career preparation,
of vocation in tl:e classical sense of what a person does
with his life, his ‘calling’.”

The report goes on to say that “each state has a clear
responsibility it cannot deny to develop a comprehensive
plan of education, serving all its citizens — the profes-
sional, the college bound arts and science major, the
adult, the business and teaching major, but equally the
technical, vocational and career-oriented student in

sive Employment and Training Act (CETA) may lead- - ~programs fitted to his special interests and needs.”

toward some important new vistas. Although it is too
early to determine how significant this new legislation
will be for career development, it could, in the short term,
have more financial backing and impact than career edu-
cation.

There are many indications that a wide range of the
general population is also interested in career develop-
ment. This is indicated by the data coming out of state
studies (Virginia, 1973) and a major national survey
(ACT, 1973). College students are calling for more assis-
tance with their career plans, while adults are demanding
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““To this en,” the ECSTaport says “i is obviously the
obligation of each state to determine what precentage of
the educational budget should be directed toward occu-
pationally focused programs in a career education system
and what should be allocated for all types of institutions
serving the state’s total career education needs.” |

White House Conference. At the 1971-White House
Conference on Youth, the task force on economy and
employment observed that the present educational sys-
tem “has failed . .. in relation to preparing students to
move into work.” Remedial recommendations included
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elimination of tracking systems and the general cur-
riculum, expanded counseling with greater e.nphasis 0
career options and planning, more work-study and
cooperative programs, year round operation of schools
and free adult basic education.

1972 Democratic Convention. The Democratic Party
national plank, under the subhead *Career Education,”
observed that “academic accomplishment is not the only
way to financial success, job satisfaction or rewarding life
in America.” It called for equal funding priority for
vocational-technical education as that “previously given
academic education,” strengthened career counseling
programs, and *‘a lifetime system of continuing education
to enhance career mobility, both vertically and laterally,
so that the career choice made at 18 or 20 vears of age does
not have to be the only or the final choice.”

Associations have also supported career education,
though the voices here have been fewer and more reluc-
tant.

National Association of State Directors of Vocational
Education. The National Association of State Directors of
Vocational Education adopted a position paper on career
education in September 1971 which said, in part, that the
organization believes “Career Education, constituting a
central theme in the total universe of public education,
should be assigned high priority throughout the nation —
in every state — and in every public educational agency.
It should become a major objective of public education,
with its achievement measured by employability in oc-
cupations, both gainful and useful, that are a reasonable
match of both the talents and the ambitions of every
citizen.”

For its part, NASDVE pledged ‘“‘vigorous support of
Career Education as an emerging, essential concept that
will provide a viable system of learning experiences
which will assist all youth to acquire useful information
about the occupational structure of the economy, the al-
ternatives of career choice, the obligations of involve-
ment in the total work forces, the intelligent determina-
t.on of personal capabilities and aspirations, the requi-
sites for all occupations, and opportunities to prepare for
gainful and useful employment.”

The question:

Should public schools give more emphasis to a study of trades, professions, and businesses to help students decide on

their careers?

National No Children
Totals in School
N=1,627 928
% %
Yes,
more
emphasis 30 90
No 7 7
No
opinion a3 4
100 100

American Vocational Association. The powerful
American Vocational Association pledged support at its
annual convention in December, 1971, in a resolution
based on the recommendations of a i00-member task
force. Among its recommendations were: **AVA should
take the leadership role as a catalyst by sponsoring a
national forum with broad representation . . . to develop
guidelines, establish legislative goals and define the role
of various programs in relationship to career education.”

“AVA shoul. take the leadership in identifying and
promoting legislation which will authorize categorical
funding for all segments of career education including
vocational education.” It also recommended that the as-
sociation assumeresponsibility for communication about
the concept.

NVGA and AVA have recently issued a joint position
paper on career development that may well rank as the
most significant of the various positions on the subject. It
should have a major impact on new directions for people
around the country.

More Emphasis to Career Education

National public support is best reflected in the Gallup
Pol! Report of Fall 1973. This poll shows overwhelming
approval of the suggestion that schools give more em-
phasis to a study of trades, professions, and businesses to
help students decide on their careers. Nine in 10 persons
in all major groups sampled in this survey say they would
like to have the schools give more emphasis to this part of
the educational program. Most of those who vote for this
greater emphasis say this program should start with
junior and senior high school. However, many profes-
sional educators think it should start in the elementary
grades.

State Activity

Support for career education on the state level has been
mixed. Some states were already moving on programs in
the mid-1960’s. Maryland, New Jersey, and North
Carolina provide examples of early activity that has
blended into the national support given career education
in the early 1970’s. Other states, newer at the game, show
great promise. A few are not doing much at all.

Public Private
School School Professional
Parents Parents Educators
620 124 306
% % %
90 89 90
7 9 9
2 2 »
100 100 100

*The Gallup Polls of Attitudes Toward Education 1969-1973.” Phi Delta Kappa. inc Elam, Stanley Editor P 163.
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The pattern of activity follows this general sequence:
STAGE ONE: State Board of Education Policy state-
ment.

STAGE TWO: Policy Implementation (with limited
funds).

STAGE THREE: Legislative authority for clear positive

action.

STAGE FOUR: Appropnation of funding for career

education.

Nearly all of the states are through Stage One, some are
struggling with Stage Two, and a few are now operating
on clear legislative authority. Only a relatively small
group is out ahead on the cutting edge at Stage Four. Let
me summarize some of the work being done in several of
the stage four stages.

Arizona. Under the slogan “Career Education: The 3
R’s Plus,” this Southwestern state has been turning its
educational system around since 1971. Not only in the
urban centers of Phoenix and Tucson, but also in tiny
communities like Salome and Apache Junction,
educators and citizens are working together to implement
the total career education approach as rapidly as possible.

Aided by a state legislature that wrote a career educa-
tion law and appropriated nearly $10 million for K-12
development, and by one of the most complete informa-
tion dissemination efforts on the subject, Arizona is fast
approaching implementation of the concept throughout
the entire state.

The 1971 Arizona law specifies financial aid for estab-
lishing career exploration and career preparation pro-
grams in grades 7-12; expansion of career testing, coun-
seling and guidance programs; purchase of career educa-
tion materials, equipment and media dissemination;
teacher and counselor retraining; curriculum develop-
ment via total “treatment units” consisting of instruc-
tional materials and teacher guides in all subject areas;
expansion of supervised work experiencesin grades 6-12;
innovations in the total concept, especially in rural areas;
and public information efforts directed at parents and
other citizens. In addition, the Mesa district in suburban
Phoenix was one of the six LEA’s in the federal School-
Based Model project.

With an initial $1.9 million appropriation in 1971, the
Arizona Department of Education established pilot pro-
jects at 13 locations encompassing 139 local school dis-
tricts. In fiscal 1973, with another $3.8 million in state
funds, the number of pilot projects was expanded to 20 —
covering each of the state’s 14 counties. More than 5,000
teachers and administrators were actively involved. The
state legislature appropriated nearly $4.6 million for
fiscal 1974, which continued funding for 18 of the 20
projects, several with expanded goals and objectives.

The projects are using a K-12 career education matrix
(i.e., “roadmap’’) containing 33 element themes and 271
goal statements, boiled down after input from 300
educators and nearly 500 lay citizens from across the
state.

The seriousness and extent of Arizona’s career educa-
tion movement are indicated by the following items:

More than 2,500 counselors and administrators, and
some 4,700 teachers, have received inservice train-
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ing in career education. The state’s colleges and
universities have participated extensively in this
effort.

A Career Education Clearinghouse prepares and dis-
tributes materials statewide. By mid-1973, the
clearinghouse had compiled and distributed a mas-
sive career education bibliography to every school,
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and had microfilmed and distributed more than
15,000 pages of Arizona-produced career education
materials.

The state’s labor laws have been amended, with
specific reference to Career Education, to allow
young people at the junior high level to engage in
work experiences as a part of their educational prog-
ram.

The state staff includes an apprenticeship coor-
dinator who works with labor and management to
integrate apprenticeship program efforts with the
overall program.

Cooperative education programs expanded in
number from 55 in 1968 to more than 300in 1972, in
both rural and urban settings.

The public :nformation program has produced a
spectacular array of brochures about Career Educa-
tion (in Spanish and English) for various target
groups — parents, working people, business and
industry, educators; thousands of column inches of
newspaper copy on the subject; and some television
and radio materials of professional quality. Arizona
State University’s Bureau of Broadcasting produced
a 20 part series of half hour programs on career
education for telecasting on the state’s educational
TV stations, and the University of Arizona’s Radio-
TV Bureau developed 80 Career Education
featurettes—40 each for radio and television —
which have been widely disseminated through
commercial radio and TV stations.

A Project PACE (Plan for Arizona’s Career Education)
task force has completed work on the matrix, making it
“flexible, concise, locally owned and understandable.”
Work has also been completed on: (1) a comprehensive
10-year plan to include outcomes through 19890; (2) an
instrument designed to categorize Arizona-developed
materials for the clearinghouse effort; (3) development of
“instructional training materials for community leaders
throughout the state;” and (4) general coordination of the
continued career education project efforts.

Maryland. The Maryland State Department of Educa-
tion built its career education program on pilot activities
that began in 1968. In 1971, the State Board of Education
mandated that the state education department “develop a
comprehensive plan to serve all youth and adults involv-
ing career orientation, exploration, preparation for job
entry and/or further education, including intensive gui-
dance and counseling services.” A detailed five-year plan
was drawn up for implementing the concept in all 24
local school districts by 1977.

Eight strategies are listed for reaching the goals of the
“Career Education Five-Year Action Plan”:

(1) a K-adult plan which identified and utilizes the

resources of business-industry-labor community for

career education programs will be implemented and
evaluated in each of the 24 local educational agen-
cies.

(2) Publicly supported teacher training institutions
will make available to all its counselors and
teachers-in-training at least one course of study in
career education and development.
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(3) Teachers in grades K-adult will acquire the skills
and understanding necessary to effectively relate
their content areas to a broad spectrum of career
clusters.

(4) Programs enabling young people and other
adults to participate in a sequential program of voca-
tional and skill development will be inaugurated at
all grade levels in every local district.

(5) Students will have access to career guidance
programs appropriate to their needs.

(6) Each local school system will develop a plan that
identifies sequential career development skills and
those personnel who can provide them.

(7) The State Department of Education and local
boards “will function to express the needs, goals
and contributions of the family unit to the process of
Career Education.”

(8) All public schools will activate a “parent advis-
ory committee” to relate the family unit to Career
Education in the schools.

The State Department’s managerial activities are
spelled out in the plan, and time guidelines and cost
factors for each are included. Strong emphasis is placed
on staff development and dissemination of resources in-
formation (e.g., Career Education Resource Handbook); a
quarterly newsletter to keep business-industry-labor-
education communities informed about current de-
velopments; and a $50,000 audiovisual media presenta-
tion. This plan also calls for providing a career education
coordinator in each of the 24 local districts and 16 com-
munity colleges, and support for a variety of pilot projects
(a model in two senior high schools to operate 18 hours
daily, six days a week, 12 months a year; regional career
study centers with experimental programs in all career
clusters, K through adult; teacher-industry exchange
programs wherein workers enter the school setting and
teachers enter an industrial work setting; training career
education instructional aides; and instructional TV ma-
terials development).

Actual funding for the full resolution of these activities
has not been achieved, according to Nancy M. Pinson,
prevocational and career development specialist for the
State Department of Education. She said some money was
allocated through general education funds and combined
with ‘‘appropriate” allocations from vocational-technical
moneys. The funds were scheduled to be focused in
1973-74 on the regional career centers — an important
part of the Maryland approach — and on the upgrading
and retraining of counselors in the competencies needed
to provide career guidance service to all students.

During 1973-74, the State Department Task Force on
Career Education was continuing to explore alternative
routes to full implementaton of the state plan.

The Maryland Career Development Project (K-adult),
federally funded under the VEA Amendments of 1968,
and underway since 1970, completed its formal funding
in June, 1973. Its components were incorporated into the
five-year plan or into the local units where they were
located. The components include:

(1) Elementary School Awareness with a consultant
assisting the faculties of eight Baltimore elementary
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s+ hoolsin the development of programs designed to
improve career awareness.

(2) Junior High interdisciplinary Career Education
team development, via the workshop approach,
with each school team initially consisting of
teachers from industrial arts and home economics
and the counselor. In the second year teams were
expanded to include the mathematics teacher and a
fifth member elected by the school faculty. By year
three, the school administrator and a backup team of
office level personnel in curriculum, guidance and
career education were added to the teams. (During
the summer of 1973, inservice training was pro-
vided with state funds to 14 addi‘ional school dis-
tricts.)

(3) Development of a computerized placement in-
formation system for high school students with ac-
cess from the high school to a central data bank
containing information about post-secondary pro-
grams and Baltimore area employment oppor-
tunities. (This model will be examined for its porta-
bility to all school systems.)

(4) A “work advocate” program for dropout-prosue
junior high students in which such students, aged
14-16, are provided three hours a day of cooperative
work experience in school-neighborhood small
businesses.

(5) Production of a TV series, aimed at fourth
through eight graders, about career opportunities
available in Maryland in a variety of cluster areas.

(6) Development and dissemination of a career de-
velopment notebook for teachers at all levels con-
taining information about the career education con-
cept, models already in use at various places in
Maryland, and available resources and techniques
for implementing career education in schools.

Ohio. A long-time leader in vocational education, Ohio
began to move in 1970 to provide a comprehensive ap-
proach via its Career Continuum Plan for kindergarten
through adult education. Early that year, under astate law
that provided $75 million in matching funds for construc-
tion and materials purchases, each local district was re-
quired to offer comprehensive vocational education
programs to its students. Seventy per cent of Ohio’s high
school students already have access to 12 or more voca-
tional education programs.

Components in the Ohio Career Continuum Plan are:

(1) A “Family Life Program” with special emphasis

for the disadvantaged ‘‘to help improve the care and

motivation of preschool children and assure a more

positive impact of the home on the needs of school-

age youth.”

(2) A *“Career Motivation Program” in grades K-6 to

encourage all youth to respect all work and to want

to participate in some part of the work of the world.

(3) A ““Career Orientation Program’’ for all students
in grades 7-8 to expand their understanding of the
professional, technical, skilled and other occupa-
tions in the world of wark.

(4) A *Career Exploration Program” for all youth in
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grades 9-10 or ages 14-15, to gain firsthand experi-
ences with several career fields in order to better
make a career choice.

(5) An “Occupational Work Adjustment Program’’
for drop-out-prone students, aged 14 to 15, which
uses work as an adjustment process” to prove to
such students “they are worth something and to
encourage them to stay in school and make better
choices of a vocational program at age 16.”

{6) A **Career Preparation Program’ for 16-year olds
and up which includes options for a “comprehen-
sive vocational education program” leading to em-
ployment, a “comprehensive preprofessional edu-
cation program’ leading to post-secondary educa-
tion at the professional level, or “occupational work
experience” for dropout-prone youth via coopera-
tive education programs leading to employment.

(7) A “career training, retraining and upgrading
program” for out-of-school youth and adults that
provides continuous opportunities for skill training
and upgrading throughout the work life of the indi-
vidual.

Ohio is presently implementing the K-10 components
as widely as possible. During fiscal year 1974 the state
added $2.5 million to $796,000 in federal funds to assist
24 local districts, which includes rural, suburban and
urban settings, and involves 246 schools and 4,900
teachers serving 148,374 students. The state’s goal is the
implementation of a program for career choice for all 2
million of its public schoo! students by 1980.

Participating districts are eligible for supplemental
funds at arate up to $20 per student for the Career Motiva-
tion Program, $25 per student for Career Orientation, and
$30 per student for Career Exploration. The supplemental
funds may be used for, but are not limited to, expendi-
tures for program coordination, salaries, inservice train-
ing programs and materials, transportation costs, pro-
gram supplies and instructional equipment.

In addition, Ohio is experimenting with an
experience-centered pre-post secondary program which
provides for integration of related disciplines. This pro-
gram is geared toward students who have identified pro-
fessional goals in business administration, engineering,
health, or social science. The block-time program is being
conducted in four schools, three of which are joint voca-
tional schools for 11th and 12th-grade students, and one
in a major city high school.

Effort at the secondary and postsecondary level are also
continuing with $46.5 million of Ohio’s federal revenue
sharing funds and an additional $20 million in state
funds allocated for the 1974 school year for further con-
struction of vocational education classrooms.

Louisiana. Louisiana outlined a massive redirection for
education within the state with its adoption of **State Plan
for Career Education,” backed up by an $8 million special
appropriation in 1973 to implement the plan. By August
1973, all of the state’s 66 parish school superintendents
had endorsed the plan and applied for their career educa-
tion allocations.

The major effort in the first year ofthe program concen-
trated on the/,infusion of career concepts in all elementary
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and secondary schools, according to Assistant Superin-
tendent Thomas G. Clausen, program officer for career
education. Other components of the state plan call for
mservice and preservice training of teachers and ad-
ministrators, 1ncreased vocational-technical education at
the secondary and postsecondary levels, and emphasison
curriculum development and revision, communication
skills. needs assessment, and human relations and inter-
personal skills.

An 11-member steering committee appointed by State
Superintendent Louis J. Michot selected 47 elementary
and secondary teachers to develop 24 curriculum guides
in academic and vocational subjects. The guides were
introduced at inservice workshops during the summer
and regular school term and were ready for distribution to
all schools in October 1973. Final revision of the guides is
scheduled for 1974, based on input thioughout the school
year from classroom teachers, professional organizations,
curriculum specialists, and state and local adminis-
trators.

To help with implementation of the concept, the state’s
Handbuok for School Administrators, which sets the cur-
riculum requirements for high school graduation, was
revised and offered as an option to parish superinten-
dents. Forty-four of the public school systems chose to
implement it immediately, although acceptance of the
requirements was not mandatory during the 1973-74
school year.

Inservice training in career education concepts is a
major effort extending from State Department of Educa-
tion personnel to parish superintendents, an 80-member
task force from eight planning districts, parish teams, and
all teachers.

The 1973 budget contained an item of $50,000 for the
inservice training of college and university faculties in
recognition of the need for providing preservice orienta-
tion of career concepts to students in the state's teacher-
training institutions. Another aspect of the state plan —

)
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the development of competency-based teacher education
programs — is underway in six universities.

Louisiana also hopes to expand the occupational op-
portunities of its children with a communication skills
program, which concentrates on language skills in both
English and French. The short-range goal of this program
is to pilot the concepts of the newly written curriculum
guides in French in 11 target parishes, covering 66
schools.

More than half of the $8 million state appropriation for
career education went to local school systems “to imple-
ment programs of greatest need.” The money could be
used to employ a counselor in an elementary school, to
employ vocational education instructors, or to provide
adequate facilities, materials and equipment. Each local
system was required to establish a career education ad-
visory council “representative of all segments of the
population.”

The state plan proposed activities in vocational-
technical education at both the secondary and post-
secondary levels. In addition, $1.9 million was spent on
increasing the number of programs at vocational-
technical institutions and at Delgado Junior College.

InaNovember 15, 1973, report to the State Legislature’s
Subcommittee on Career Fucation the State Department
of Education pinpointed the rationale for this massive
attack on the state’s educaticn problems: “For too many
years, Louisiana has failed to coordinate her educational
efforts — to provide the same high quality of instruction
in all localities of the state; to show the correlation be-
tween what is learned in school and what is needed in the
world of work; to provide our students with basic skills
needed for effective functioning in the adult world. For
the first time, this program has brought about a coordina-
tion of effort in education, an effort designed to make all
of education more responsive to the needs of students.”

The listing could be expanded to cover a few other
states or to recite some of the exciting work going on in
local school districts with or without state support. Need-
less to say there is a ground swell of activity around the
country creating new vistas for career education-career
development.

Future

The following questions can best help to measure the
future:

Will the Congress pass enabling career education
legislation?

Will the US Office of Education provide full support
for Ken Hoyt in his new position?

Will the states now under way with programs in career
education be able to keep their early momentum?

Will the next group of states get programs moving with
or without federal support?

Selected References

Califorma Advisory Council on Vocational Education and Technical Traiming
Career Education in Culiforma A Recommended Direction, 1974 This is
typical of the reports by the State Advisory Councils

Clary. J R Statewide Efforts to Iinplement Career Education® in Magisos. | H
(ED) Carcer Education, Third Yearbook of the AVA, Washington. D.CC 1973 A
valuable policy guide

Smoker. David, Career Education Current Trends in School Policies and Prog-
rams National School Public Relations Association. Arlington, Virginia
22209 (1801 N Moore Street) 1974 (36 75) Much of the materal 10 this paper
comes from this source
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Nine¢ Digits in Time

As a result of revisions in procedures for
the i1ssuance of social secunty numbers.
counselors are urged to encourage Stu-
dents to apply for theirs as early as possi-
bie Socra! security numbers are used as
identifying information Delays can be en-
countered after application that endanger
student opportunities for job placement as
well as for obtaiming ticenses Consult
local Socral Security Administration per-
sonnel to ctarify procedures
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Ph.D. vs. IRS

When 15 income earned and when 1s it
not” Only the IRS knows for sure For years
the faws governing educational grants
nave been sufficiently ambiguous to
cause probiems for grant recipients as
well asthe government Arecent IRS ruling
has clarfied the 1ssue regarding the two-
vear rioctoral grants at least Since can-
drdates spend mostof therr firstyear s ime
ntearning the firstyear stipenrd amounts
10 1 satary pard for services renrered and
a5 such 15taxable The second year grant
i5 primarily of supportive nature rather
tnan for services performed hence 1t1s not
taxabie

Now that *rat 15 perfectly clear

-~

High Schools Go Human
(Servieces, That Is)

In an eifort to make ninth and tenth grad-
ers more aware of opportumties in the
human and public services the Public
Service Institute of Chicagos Loop Col-
lege has developed a model curniculum
which provides opportunities for student
involvement in a vanety of occupationaily
related tasks and experiences Vocational
groupings are Municipal Services, Social
Development Services and Personal Ser-
vices Each grouping 1s broken down
further 1nto a total of 22 occupational clus-
ters. such as Law Enforcement., Heaith,
Consumer Protection. and Environmental
Design The developers of the curricutum
have intentionally provided a very broad
scope. feeling that such a design offers
students the widest possible occupational
onentation They further fee! that teachers
can eventually narrow the focus into ap-
propriate skill development courses For
further informaton contact Dr Salvatore G
Rotella. Dean. Public Service iInstitute,
LoopCollege 64 E Lake Street Chicago.
Hiinors 60601

NEXUS, The Answerman

Doyouwant tostart a new program with-
out dupliating someone else s eftorts? Do
you need data on nontraditional ap-
proaches to post-secondary education —
where it's happening. who's doing it. how
it's working? Pick up the phone and call
NEXUS (202-785-8480) an American As-
sociation for Higher Education project fi-
nanced by a grant from the Fund for the

Improvement of Post-secondary Educa-
tion NEXUS operates tike a switchboard
clearinghouse. connecting those who
have a need to know with those who know
Referrals are provided within 48 hours
where at all feasible

s 13.2" =

Goodbye Foot-long Hot
Dog

Maryland s State Board of Education is
already taking measures (o Introduce the
metric system into its public schools An-
ticipating the eventual congressional pas-
sage of the metrication bill. programs will
be set up in the fall instructing students in
the metnc system The change. however,
wiil nol be confined to the classroom
learner since administrators will be re-
quired to plan bus routes in kilometers,
order new metncally-calibrated tools and
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equipment for vocational education
Caurses and design new schoolisto metric
specifications Teachers and foot pound
onented parents will also be offered in-
struction on metnc conversion

The simple, straight-forward toot will
»00N canstitute 13 2 centimeter s worth of
hot dog

They Love to Go
A-Wandering

H.gh school students at Barlow School
in Amenia New York get out of school for
seven weeks during the winter term for an
experence known as the "wintennm ~ De-
signed as a work expenence, the winterim
provides students with exposure to social
condittons and processes which they can
iater relate to their ctassroom studies As
examples of winterrm opportunities, one
sophomore mterested in drama spent her
time at a Providence. R | theater where
she helped backstage, worked on ticket
sales, andtook part inactingclasses at the
theater Another studentspent hiswinterim
in tus own ne ~"borhood working as a Big
Brother to local disadvantaged young-
sters Wintenm work 1s generally volun.
tary. but occasionally students are asked
to return durnng the summer for pay Some
students traveled across country to work
on an archelogical dig at the La Brea Tar-
pits in Los Angeles!

For more information contact George
Vosburgh Headmaster, Barlow School,
Amenia, New York

Burglers, Beware!

Counselors Dons Miller and Ralph Kes-
sons are recruiting a Cl detective force
This CiI (Career Information) Force works
out of the Clarksville, Indiana Middle
School Their mission is interviewing work
and business personngl who have any oc-
casion to be in the school Ms Miller and
Mr Kessors try to find out who might be
coming into the schoo! building and then
alert the teachers who i turn invite the
workers to come into their classrooms and
talk with the students Such discussions
grve the students an opportunity to see the

many facets of the world of work So If you
are a plumber, a baker or a candlestick
maker inHoosierland, beware! The Middle
Schoo! C!I Force may "grill  you on what
you do Oh yes, tread lightly, for the Ci
Force knows when you come and go! For
further information contact Ms Doris Mil-
ler or Mr Ralph Kessons, Clarksville Mid-
dle School, 101 Ettels Lane, Clarksville,
Indiana 47130

Sindents Reconsider
Employability

The tremors of career education are
shaking the college ranks Courses of
study n theoretical, abstract or esoteric
fields are being abandoned for majors re-
lated directly to jobs Sampie data on this
shifting shows a tremendous increase in
biochemistry and biwotogy majors with a
decrease in social studies majors of more
than 33% Such decreases have affected
changes 1n how the subject materials is
being presented to students in the
humamities Now "apphied courses” are
being taught 1n hiberal ans colleges to
convince students the, can still find jobs
with majors in the humanities The Univer-
sity of Texas, for example. now catalogs an
English course as “Edttonal Procedures *
The course content includes proofreading,
copy-editing and indexing

Whether such changes witl gain support
amongacademic humanists remains to be
seen Many stiff believetherrprimaryjob is
totransfer culture "There1s,” says W Ross
Winterowd, Professor of Enghsh at the
University of Southern California, “a tacn
assumption by most teachers of English
that within the scope of English depart-
ment concerns. one can find delineated
theideal culture Thatistosay, the study of
Iiterature almost exclusively and certainly
more than any other studentactivity brings
the cultured man into being "

Alas, poor Yornck, a job by any other
name might not pay as much!

And I Did It Myself ¢

“Look here, Teach! And | did it myself!"
These are the triumphant boastings of
Barbara Bennett's fifth graders at Aurora 7
Elementary School in Boulder, Colorado
Actually. what Ms Bennett has done 1s
bring Career Development to the clas-
sroom The students themselves select a
focus of study, determine objectives and
describe projects Using six major head-
ings (Food, Clothing. Shelter, Power,
Transportation and Communication), stu-
dents choose the topic which most n-
terests them and set up a plan to learn all
they can about the subject—past and pre-
sent Then they teach what they have
learned to the rest of the class Such an
undertaking demands a group effort, so
Ms Bennetts first task in coordinating
such a curriculum s to teach her students

how to work 1n groups Games and other
activities are used to strengthen group
identity Other exercises help students to
explore therr feelings and to develop a
realistic sense of whotheyare inrelationto
the world about them "It takes a lot of
patience, admits Ms Benneit “First, a
teacher needs to decide what kind of per-
son he or she 1s Not all teachers, and
probably not all students, could function
well in an unstructured classroom " How-
ever, when one can pull off a project like
Barbara Bennett's, the "I did it myseif”
slogan is equivalent to an "A" evaluation
on how well a teacher 1s succeeding in the
classroom

Academies for Parents
Not Number One

Parents’ number one prionty for what 1s
taught in school 1s not in the area of
academic skills Instead, Paul Hill, a poht-
icai scientist and chief researcher for a
National fnstitute of Education study.
found that parents—regardless of income
or educational status—wanted theiwr chil-
dren to obtain some type of job skill prior to
leaving high school Further studies are
now underway to find out what. specifi-
cally. study respondents mean by job
skills and to what job skills they refer This
surprising emphasis on job skills has im-
plications for researchers beyond the fact
that NIE will stress job-relatedness of edu-
cation n its next round of grants Au-
thorities speculate that the question of
what varnable links school achievement
and financial success willonce more be of
pnme concern For further information on
these studies. contact Paul Hill, 833
Brown Building. 1200 19th Street, NW .
Washington, D C 20036
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On, to und an honest college student!
The moral fiber of Americanyouth oncam-
pus is beconing extinct A study sought to
compare the relative effects of moral per-
suasion vs threats of punishment as a de-
terrent to cheating. Two experimental sec-
tions and a control group were each given
eight weekly quizzes. which were secretly
graded but unmarked and returned to the
students forself-grading Cheating was re-
flected by the difference between actual
and self-reported grades The expenmen-
tal groups. after the third quiz, were re-
minded about the honor system, after the
seventh they were told there had been re-
ports of cheating, papers would be spot-
checked, and that a cheater had been
caught and would be punished The men-
tion of moralilty caused an ircrease in
cheating among all groups' The threat of a
spot check and pumishment for caught
cuipnts reduced cheating appreciably in
the experimental groups, and insignific-
antly inthe control Girls stopped cheating
In far greater percentages than boys when
there were threatened with disciphinary ac-

tion
Haman Beha, 3 oy n1t p37

A seller and a "sellee” can mutually be-
nefit from their contact, a tutor and a tutee
may not In efforts to find out whether or not
tutors do actually make academic gains
while tutoring inreading, a study matched,
In terms of ability and achievement, 12
eight-graders who did not Requireinents
for participation were only the desire and
urne te heip While tutors gained a median
of 9 months inreading achievement during
the program, controls gained a median of
11 months! Although this difference is not
statistically significant, and this study
does not support conclusions of previous
studies in regard to tutor gains, the tutors
were, at |east. effective in their teaching
role. highly significant gains were made
by their tutees

Perhaps not all gains can be readily
measured. tutee academic gains may wel/
be matched by tutor self conceptgarns No

harm comes from trying
Psychotagy n the Schoors 1Y nt p68 70

Feminists are not the only females who
can go through hife unswayed by men A
recent study, imited to Catholic girls’
schools. sought to determine if there were
any relatonships between career life style
preference and subjects, percept:ons of

the fenyinine 1deal held by men they consi-
dered significant It also asked whether a
relationship existed between subjects' life
style preferences and academic
achievement While more than 50° of the
643 twelfth-graders indicated an adult
ratherthana peer asthe significantmale n
their lives, there was no retationship bet-
ween the preferred career or life style and
perception of that male's ideal for feminine
behavior

While this study would need to be repli-
cated with public school females to de-
termine the vahidity of these results, it may
be comforting for today’s young woman to
know that her life decisions do not reflect
whatthe man in her life thinks they ought to
be-at least not while she's stll in high

schoo!/
Oissertat.on Abstact, ntesramonai v34 06 p3063 A 3064 1
Order #7329 959

If you are one of twc ur three siblings,
arrange tobe either afirstbornboy or a girl
Research which investigated perceptions
of parental authonity and love and personal
adjustment levels showed that first-born
boys held a higher perception of parental
authority, and rated higher on self-
reported adjustment than second or third
born boys Ordinal position had no effect
on girls for any of the tested factors. or on

boys for perception of parental love
Dessentativn Abstaacts inter- gtonar v34 n6 p3132-A Order
#73-29 944

if you want a positive response to a chal-
lenging situation. presentitinas positive a
way as possible To ascertain the most
effective way of communicating positively
with parents of first-year college students
aboL their expectations of the college ex-
peric -e. three treatment approaches
were tested (1) positive, concentrating
solely on pleasant aspects of college lfe,
(2) problem, concerned with potential con-

thet areas, and (3) balanced, providing
objective views of campus life The effec-
tiveness of the treatment was judged by
the degree to which parental expectation
and attitudes differed among treatments
The positive and the balanced treatments
were, as might be anticipated, more effec-
tive than the problem, but no consistent
differences were evident between them
Reverse psychology may work in some

tnstances but this 1s not one of them

D ssertat oe Aburai s otengt anar W34 05 02406 A Order

#7325 503

Even in the matter of racial differences,
it's what's inside that counts In a study of
attitudes toward Mexican-Americans,
white ninth graders were twice tested with
a questionnaire composed of a value
scale. an information section, a friendl-
ness scale, and a similarity scale The
young people responded primarily in
terms of valus and betiefs, and secondar-
tly n terms of race, suggesting that chil-
dren at least take time to look beyond the
surface (Similar studies with similar re-
sults have been done with other minonty
groups )

If children show dishike for others who
are racially different, 1t is probably que to
differences far more basic than skin color
Perhaps parents can learn something from

therr kids!
ED 082 076

For some youngsters, coming to school
1s difficult but coming on time s virtually
unheard of When evidence indicated that
both absenteeism and tardiness were
more severe ininner city schools, two ex-
periments were launched to seek out an
effective way to encourage chronically
tardy pupils to improve their attendance
patterns Two groups of 12 chronically
tardy youngsters each were selected for
the study In Expennment I, a baseline
period established the pattern of tardi-
ness A modification phase enabled stu-
dentsto earn free time forcoming to school
promptly, such time increasing with each
day of promptness, culminating in 20 mi-
nutes of free time for a perfect week Re-
ward consisted in spending the earned
free ime in the school store A final phase,
generalization, removed the reward as-
pect Results showed tardiness signific-
antly reduced during modification, but not
during generalization Experiment Il was
simiar except that the students were di-
vided into three subgroups. and teachers
were encouraged to praise those subjects
whose attendance improved Expernment
Il subjects retained improved records into
the generalization phase suggesting the
effectof continued positive reinforcement

Children, as well as adults, realize that
time is a valuable asset-a reward they can

spend as enjoyably as money
Dissertation Abstracts inte.nabonas, v34 nd p1612 A Order
#7322 566
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Pardon me Counselor. your campus
gap s showing' In a study done at Purdue,
673 students were queried concerning
their preferences n counseling settings
and in selection of peer vs professional
helper for varnous types of problems The
students were sorled by sex, age. marita
status. college major local residence,
value orientation. and paternal educa-
tional and economic tevel Probiem areas
were drugs. educationat, emotional fam-
ily, moral, sociat and vocational Results of
the study indicate that although students
generally agree that peer counseling
should be encouraged by the university
they are undecided about therr preference
for a student-operated crisis center or a
conventional counseling service Stu-
dents do prefer peers to professionals for
help :n socal areas of concern, but not 1n
vocationai oreducational areas where pro-
fessional expertise 1s advantageous As
might be supposed, students prefer coun-
sefors of similar age and background,
and where help of a moral nature IS
needed. sunilar religious beliefs Minority
students consider similanty of counselor
race somewhat important, but students in
general do not While students are open to
vanous counselor settings. they show de-
cided preferences for individual counsel-
ing rather than group or campus-wide ap-
proaches
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Supersonic Predictions:
A Career Guidance
Resource ‘‘Rerun”

To refresh your memory and review
>ome nteresting dand worthwhile re-
sourCes you ™My wan! 10 100k back at
Impact Vol 2 No 2 'Career Guidance
Supersonic Predictions and Earthly
Reatities of the Seventies This 1973
ISsue provides coverage ot many career

gurdance concerns in articles deahng
with the impart ot shifting prionties in
education and manpower reqiirements on
the career gurdancé fiold the sixth report

of the National Advisorny Council an Voc a-
tonal Education criticr g the imade-
aquacies of quidance 1nd a 1972 Purdue
Onmion Poll of high school students con
cering therr fiture plans Back 1seues of
this va'uable career guidance resource
are avartable at $1 00 each from
ERIC CAPS Iy 0t 2108 Schoat of £l
cation The Unnersity of Micnigan Ann
Arbor M1 18104

A Countrywide, Comprehen-
sive Guidance Program

Impact would like to thank the editors
of the Title 111 Quarterly for enabling us to
repnnt, in full, the following article on the
delivery of counseling and guidance ser-
vices We aiso want to extend our thanks to
the author of this informative and interest-
ingarticle, Or Annabelle E Ferguson, who
1s the director of An Innovative Approach
to Decentralizing and Individualing
Pupil Services for the Prince George's
County, Maryland schoois

Background

The Prince George s County, Maryland,
public school system is the tenth largest in
the nation The county, which is suburban
to Washington, D C, has grown more
rapidly than any other section of that met-
ropolitan region in the past ten years. and
the school system now serves 162.000
youngsters The population is racially
mixed, and the county has experienced
major school desegregation probiems

Faced with the chailenge of providing
guidance and counseling services to this
school population, the Department of
Pupil Services conceived. early in the
1970's. an innovative approach to over-
coming the problem of size of the system
and extending pupil services, including

guidance and counseling, to all chiidren,
from kindergarten to high school Under a
Title tHl grant 1n 1971, a muiti-faceted prog-
ram was created, based upon a “cluster
concept.,’ which broke the school system
down into 17 clusters of schools, each
composed of a community of feeder
schools on a K-12 basis

The Cluster Schoois Concept

The cluster concept seeks to deal with
the rapia expansion and diversity of the
county's population by placing on the
teams assigned to work with each cluster
of schools the responstbility for identifying
and meeting pupi services needs at the
grassroots level Because of its emphasis
on the clustering of schools by com-
munities, the plan also provides the basis
and impetus for the continued expansion
and further deveiopment of programs n
cooperation with community agencies and
resource peopie in addition to pupil ser-
vices personnel

Certain of the community clusters of
schools, because of racial tensions,
economic situations. or cultural vanations.
are potentially more demanding of pupil
services than others The cluster plan pro-
vides in two ways for utilizing personnel to
meet these needs First, personnel are as-
signed in rations, as weil as in terms of
experience and expertise, 1n accordance
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amtn the lusters potential for problem
Secunid teams of persunnel can be ge-
ployed readily within the Cluster or bet-
weel cluster to meet an emergency situd-
ton and still provide basic Loverage to dll
schools Insimiidr wdys, clusterteams can
be deployed and redepioyed to meet vdry-
ing school and community needs as they
occur throughout the schooi year Such
studlions need not be of a crisis nature but
might be the result of a concentrated effort
to accomplhish some specific objective
The cluster concept fororganizir.g pupil
services 1S consistent with the county s
plans for the decentralization of the total
school system, and in fact, the cluster
concept for pupil services implemented
experimentally in 1970-71. provided a
forward tnrust for the county’s decentrali-
zation efforts in administrauon and instruc-
tion Special education personnel and
reading specialists are assigned by clus-
ters regular meetings of school principals
have been scheduled in terms of the clus-
ter plan, and instructional generalist
supervisors have cluster assignments
The county is divided into three regions,
each of which has from four to six clusters
of schools The clusters range in size from
1210 22 schools, with each consisting of a
senior high schoo! and its feeder junior
high and etementary schools The pupit
services team assigned to any one custer
may range n total number from 15 to 35
persons and s made up of counselors,
pup:!l personnel workers one or more
psychologrsts. and health personnei

tach pupi services cluster team 1s or-
ganized under the leadership of a captain,
who is a school counselor selected to call
and chair meetings of the team and torep-
resent the ciuster at administrative meet-
ings, and a non-school based co-captain
who shares ieadership responsibthities
There two persons join with principals ot
two of the cluster schools, an instructional
supervisor responsibie for the ciuster of
schoois in the cluster toform aleadership
group, whichin turn works with a regional
supervisory team The entire Pupi Ser-
vices operation s under the supervision of
a county pupil services team

Walk-In-Evening Counseling Centers

The pupti services team for each cluster
bnings services 1nto the schools and aiso
assigns it members to statt non-school-
based counseling centers During the
1972-73 school year each of the county's
three regrons has three gvening Walk-in-
Counseling Centers, each ot which is staf-
fed by a team of four or five pupii services
personnel workers The evening centers
are meant o serve the aduit community as
well as youth and many of those who come
are parents QOthers who are served are
dropouts recent graduates, veterans, and
persons trom the community at large For
students, however the evening centers

seemto have special ddvdantages there is
no pressure of bells nnyging for the next
class period so young people can tdlk
things through at their own pace, and the
atmosphere is free of the hidden agen-
das” of schooi policy and school conflicts
“The kids are closesthey feel they dre part
of us-they dare more relaxed-they feel
looser

Both indivigual and group counseling s
provided in the walk-in centers—for which
there i1s no fee, no appointment need be
made, and o one 1s asked to identify him-
sei! Fecord-keeping is mimimai. though
the counselors work with community
agencies for referrals when this 15 indi-
cated in line with the centers effort to pro-
vide multiservices Counseling areds In-
clude parent-child conflict, student-
teacher conflict, behavior problems. emo-
tional development, learning problems,
career information, college information,
drug probiems. draft information. and so-
cial problems

For evaluation of the services provided,
each staff member 1s asked to record all
conferences by the type of problem and
disposition of the case. composite reporls
are sent monthly to the Director of Pupil
Services. a written evaluation is submitted
by each staff member at the end of the
year. the center coordinator submits a
complete statistical report at the end of
each semester. and a random sampling of
clients is asked to complete and mail to
the Director of Pupii Services a postcard
indicating the helpfulness of services re-
ceiwved as well as any recommendations
they care to make

Group Counseling Training Program

In another response to the size andrapid
growth of the Prince George's Schoo! sys-
tem. and the increasing demands for more
counseling services. the Title lll program
has developed a Group Counseling Train-
ing Program The utilization of group
counseling techniques 1s one means of
Increasing a counselor's reach and effi-
ciency. but the technique is relatively new
for many counselurs A systems appro.ach
to resolving the problem of training coun-
selors for group actvity was planned. and
each counselor in the county system s
now expected to participate i1n training
sessions which are directed toward the
techniques of group counseling as they
apply to the specific needs of the county s
schools

During the first year of the three-year
program, a complete practicum together
with backup services was provided by
two psychiatrists from Johns Hopkins Uni-
versity in Balimore, Maryland The county
provided supervisory staff to work with the
consultants and counselors. and three
workshop credits were awarded to those
completing the training program In the
second year all new counselors partici-
pated in a similar program, and exper-

enced counselors worked with the super-
visory staff in smadil groups to develop their
skills further in speciaity areas

Training sessions were conducted for
90 minutes, one day every other week tor
15 weens .ngroups of approximately 1210
16 Sartic.pants Schedules were arranged
su thaw not ali counselors were away trom
the guidance office at the same time, and
the session, were held invarious locations
504dsto minvmiuze travel The focus of these
raining sessions was on critiquing tapes
and discus.i0n groups which the coun-
selors were conducting throughout the
year. and since the sessions were heid at
two-week intervals, there was ample ime
for counseiors to returri to their schools
and to appiy the techniques and 1deas de-
veloped in the training seminars

The tirst year of the program saw the
establishment ot 1500 groups in the
schools, involvig 14,000 youngsters, and
conducted by 194 counselors and pupil
personnel workers As the program ex-
pands further, teachers and parents will
become actively involved Some teacher
groups and parent groups have been es-
tablished and are directed toward the re-
mediation of student difficulties and the
prevention of problems through an under-
standing ot the parent-chid relationship

The Career Satellite Program

Forty-nine per cent of the graduates of
Prince George s County high schools do
not continue their education, but seek im-
medate employment The Career Satellite
Program, operating w "un the framework
of the cluster plan, 1s designed to involve
the greater utilization of community re-
sources within the county for the purpose
of providing information and experiences
which will aid pupils 1n career planning
and occupational choice

Assignment of a career development
specialist to three pilot clusters was in-
tended to encourage the development of
sate!lites of career groups composed of
volunteers from the community who would
serve as resource persons In the career
development aspects of the program of the
schools 1n that cluster Through the coor-
dination of the specialists. these resource
persons provide information on their work
areas to interested pupils. provide on-the-
job experiences whenever possible, and
are 1n general a source of practical e» per
tise invarious job fields As anexample, a
medical satellite group might include doc
tors and nurses members of the staff of a
local hospital a college representative,
parents teachars principals. and coun
selors

The basic philasophy of this aspect of
the project 15 that schoo! stalfs must de
velop their own career onented programs,
with their shared expenences serving {o
stimulate these activities The career de-
velopment specialists assists in nitally
contacting community resources ang sol-
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iciting therr suppart and lotluwing e
ins ool fier 0nnel oy e the reanns-
bty for wonoor commumty hason This
drrangement nas e advantage of the
sCt aoi-hased expert worning directly with
the brisimess mdustry or agency expern
pranming trontful poograms for the studgents

The objective o' career education as he
Saterde programusesitis that tisto e a
means of showing the refationship et-
ween what students are domng i school
and the wortdot work Emphasisin jrades
K-6 15 on developing imterests and at-
utuges i goades 7-9 exploratory expes
ences Iincareers and avocation . and
Ccationagl decisions ire added to the pir
ture and o grades 10-12 career deci-
stons may be formuiated

Students mvolvea 1n the program are
asked to evaluate the Career Satellite ap-
proacn and compare it with conventional
programs  and fottow-up studies will be
conducted to determine the intluence ~
the programan the transition from the ¢!
sSroom o the worki of occupations

The Registrar Program

Againan ar effort to extend e effect of
edach counselor and to provide more
counceling tor more student the Tibe I
project mcludes a compenent which re-
heves counselors of duties whicn tradi-
tionally tuke a very large portion of the'r
tume Forty per cent of the the students n
Prince George s County make application
to cotleges ~nd the record-keeping and
transenpt creparation irvalved in this to
gether with the number of transfers into
and out of a suburban system of this size
creates a real need for efficient record
maintenance

The project staft bebeved that well
trasned nigh-school-graduate registrars
could assume the responsibilities of
checking pupil records corm  .ung
transcripts  computing class rank
scheduhing nterviews with college ad-
missions and employment counselors
mamintawining educational and occupa-
tional information files and registering
pupits for scholarship and employment
examinabions

In the first year in which the registrar
program wds i operation itincreased the
time which counselors spend 1in actual
counseling with students by eleven per
cont The registrars increasingly demc -
strated thew abihty 1o assemb  and or-
gdmee data and to prepare reports rom
these ddata dand dadiional registrars were
added in the second yedr with local tund-
H.g

Specific uwues Stthe registrat are many
and vaned Example,s v ide
Mamtams comprehensive records system

for students {entrante  withdrawals

¢ aduates)
Initates cumula, .o foiders when neces-
sary updates others by entening sub-

jects. grades credits and test scores

Checks recurds io assure that students are
enrolled in required courses and refers
necessiry cases to counselors re-
cords changes of students programs

Summarzes and prepares transcripts for
students wansterring to other schools

Computes cumiilatve averages and pre-
pares rank Listing of students at end of
junior year

Types transcnipls of students for colleges
piaces of empioyment and military ser-
vice signs and certifies accuracy of
these transcripts
ecks records of seniors for graduation
requirements prepares diploma 'ists
and checks Jdiplomas for accuracy .rg
completeness

L omposes corresponsence for signature
~t nnincipal and counselors

~uta s sending schools to clarify re-

a+ds seceived and to request addi-
tional inforrnation

Corresponds with state and federal agen-
cies for evaluation ar records of out-of-
state and ‘oretgn students

Corresponds with co'leges and univer-
sities, employers and testing services
re annourcernents, registration,
clanfication ot information

Interviews studerds and parents for addi-
tional information

Prepares and maintains a variety of forms,
memoranda. and records relating to

pupil accounting

Prepares graduate ollow-up guestion-
naire and compiles statistical reports

Supervises student aides

PULSE Program

The final component of this project is an
effort to extend counseling services to the
parents of physically handicapped chil-
dren Entitled PULSE for Parent Under-
standing through Learning and Snared
Experience this project 1s operating in
three special* schools during 1972-73
Tramned psychologists work one afternoon
and evening each week with parents of
orthopedically handicapped children to
help them understand the special needs of
their youngsters and how to cope with
these needs Consultation is also provided
to the teaching staff Emphasis is on chitd
management, parent-child communica-
tions and especially on the child's self-
concept

Video tape-secording 1s used exten-
sively as one means of increasing parent
and staff awareness of the needs of the
children

The Prince George's program addres-
ses one of the most significant concerns in
guidance today How can the services of
trained counselors be extended so that all
students are served? With the support of
Title H funds, this school system has been
able to implement creative new methods
of using its guidance resources

—

Consultations

Dear Impac!

We noticed in the “Consultations * col-
umn of Imoact recently a biurb to the effect
that 1f one has a problem he "cant quite
get a handle on " Impacts panel of ex-
perts may be ableto help We have 2 orob-
lem that might be a»propnate

We are currently seeking information o
competency-baseu traiming for guidance
and counseling prograrm planners and
counselors We feel this 1s an essentia
mared-ent for program in provement and
are currently engaged in a search for such
materials Butwe don tknow exactiywhere
to look Can you help?

Thanks for considering the problem

whatever the outcome

Information Seeker

Dear Information Seeker:

There is a wealth of matenial in the ERIC
system on competency-based training for
teachers but itis hardto ferret out specific
resources for counselors i particular |f
theroretical rationale 1s what you are look-
ing for the best descriptors under which to
search the system tor this malenial are
performance-based education evalua-
tion performance specihicdations  and
competency-based teacher educdtion

Practice-oriented matenals  also
abound 0 1in order to give you the most
current and direct information, Impact
beqgdan a telephone search which as it
turnedout could have gone onand on We
have come up with wevoral leads each of

i
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whacn B the potet tue B pegin o chaim
fede DO O turnar eads
Many otates dpiedr 0 be aclively a-
vo we ban develoninyg mace tals and
CPangmy certthicatbion requereents
L enr onneaay develuped performance
S s Aducunent prepareditor ACES
Uy Tromas Sweeney and Fred Voge!
Ut eoseres states that in
1907 50 states speutad the course work
Feduire d tor Cudtseur certibivation By
T2 st gare had Changed o 43 stales
ety iy regaite ety reflecting the et-
et to o gve toward apruygran. of counselor
Py that tases ididual potential and
S0 cutrderation These authors
Lroject that cumpelency-based training
W be aloyical response to demands for
accountaoihly and will play an ever grea-
wropart in certificabiun requirernents
Fodr states in pdarticaldr appear often in
Teoitergtare —Washingon New York
Fruraa anag Texas Only one state
Wiashington  has  actually  made
curiietetiey based LE(’UHHJHLC 4 cnter-
e for ertt catiun T state requirey that
e pmr sy aesiing vertincation complete
Jdbreparation program anned at develop-
vy ot peleices did demonstrating
Ghter.or'2ves ot pertonmance Vogel and
Sweenay vrovide a sample of the princi-
Tres ul deraang iy certification method
T Propar ahion shoa 1 oe rerated (o per-
for ance ana performance related to the
vy ot the protessional and his

TV

A0 Nty
:

drid gove roCoyition o persondl styles

3 Prewratior programs should be
Ladiir e it deveivped i a participatory
M e Ly those atfected

4 Prepatatan S g cdreer-ianyg continu-
Ty LUl 2as

O.t of tus trarsition to comuoetency-
Lased certitication have come workshop
vackages armed at developing com-
verencies 0 ncividual and group coun-
senng Infer ation on Washington's ac-
tviltes s s aiianle trom Grace Cunning-

o Sarervisor Guouance Services
Sovrane Public Schuals 825 West Trent
Avenue Spokane WA

Don Dariing of the Sionda State Depart-
rent of Educanon su ke very excitedly of
competency-based training adyancement
nomg state From o tne awareness that
SCroot orograms ware not offering enough
Caraer or Local'ong Ccounselng came a
Move Py onnance geathange services
nrough e skt ot Occuoationa!l
SEocast. Mo s 1o train these new
G e persornal ans haing davoioped
Deooaln stret gqogoning tooits spesiic
ree 1ty Ore dorumont nroduced throungn
HARY Deveronment of g
Portormance-Baned Traming Progiam ‘or
Joratona’ Counsenmg by Michae! Gim.
vesta 4 Foethes migresagtion on iy, doGus
Tert an g Foyid s Drogram can be ob-

eftart o,

Laimied 1o v Darling  Admunistrator
Pupit Pers »wosecton Dept of Educa-
tron Tallahdsswee FL arws from Herb Rand
Occupational Speciahist Consultant Dept
of Education Knult Bldy Tallahassee FL

The state of Texas 15 well into imple-
menting a4 competency-hased traming
plan tor cuunselors Al present seven
Texds uthversities (program approval s
pending for two others) have an under-
Jraduate program begimning i the junior
year for traitnng as o Guidance Associdte
The first yroup of Guidance Associates
will gradudte this year and will seek
placemont i a yuidance system under the
tranung ot an expenenced counselor
They dre also traimed as teachers m one
dared in addition to their gurdance training
In 1975 Texas will graduate its first roup
of competency-based trained couny  ors
and by 1977 Texdas aimis to have madea
complete transition to competency-based
traiming tor counselors Certification
changes are i the works through the con-
tinuing courdimated etforts of the Texas
Education Agency the state professional
organizations and Texds wuversities Dr
Jaimes V Cloik Director ot Guidance Ser-
vices Title I1F Texas Education Agency
201 E 11th St Austin TX was guick to
respond to f'opact s inguiry and withngly
agreed tu be U assistance tu others ex-
plonng cuimpetency -based traiming Aiso
d very usetur reference s The Schoul
Courtseiur Hos Wure Environtient Role,
and Comperencer, ED 059 505 which
served as the Texds take-off point tor the
tirst axpernmental program in
competency-based tranmng  developed
largely by Nurtn Texas State University

There are 4 number of regular publica-
tuns un Lompetency-based education
Triough they focus most heavily onteacher
education they are worth scanning for re-
sutfues Four exanple CCBC Nutebook
tThe Competency-Based Training Cur-
riculum) s a Quarterly publication availa-
ble for $2 00 per year from tne Dept of
Educational Administration 339 Milton
Bennion Hall University of Utah Salt Lake
City U1 84112 Lioy ! McCleary one of the
dautnors of this newsletter s a willing
sharer  of current resources  on
competency-hased training For example
ne mentioned Educational Leaderstup
Voi 30 No 4 January 1972 as an entire
journal 1ssue devoted to the 1ssues, con-
cepts and approaches 1o this topic

Tha PBTE (Pertormance-Baserd Teacher
E fucation) s amonthly publication by the
Miti-State Corsortium on Performance-
Based Teacher Education This newsiettor
provdes general aales and descriptions
of nrograms coming for the mast part from
the folioning states which are members of
the consorium Washington New York
New Jersey Oregon Utah Anzona
Tesras Minnesota Flonda and Vermont
Contact Theodore Andrews Director

Muiti-State Consortium on PBTE Twin To-
wers 99 Washington Ave Albany NY
12210 for imformation on the newsletler
Jand consortium activities

In our exploration of the topic we also
turned up two programs actually being
used in counselor education Norm Kagan
of Mictngan State University has de-
veloped interpersonal Process Recall a
teaching strategy based on the principle
of developmental tasks The strategy
packaged inciudes six hours of film and
<N instructor s manudi as part of the prog-
ram to develop specific counseling skills
The series. Influencing Human Interac-
tion 1s avdilabie through the Instructional
Media Center Michigan State University,
East Lansing. MI 48823

Roger Ivey of the Univrrsity of Mas-
sachusetts has developed a leader and
participant manual on hov: o organize
counselor traiming for competencies in lis-
lening skills At the completion of this
program Basic Attending Skills, par-
ticipants should be abie to demonstrate
six specific counseling skills and rate the
use of those skills in a counseling inter-
view The package alsu includes video
tapes and is available from Microtraining
Assoc 72 Blackberry Lane. Amherst, MA
01002

A comprehensive ERIC document on
competency-based training 1s ED 073 046,
by Allen Schmider, Competency-Based
Education The State of the Scene it pro-
vides information on where federal money
has been invested and names and ad-
dresses of several competency-based
training centers

You might also want to re-read /mpact,
Vol 2. No 3 for detailed descrniptions of
compelency-based programs in several
states and additional references

We hope this is of help to you It has
been fun—and educational—~-for Impact

Impact
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Perspectives for
staff Development
in [areer Guidance
Programs

by Earl J. Moore
Associate Professor of Education
University of Missouri at Columbia

During the past several years, considerable attention
has been given to developing and implementing new
conceptualizations of career guidance. As these new con-

TYOL 3NO 34

ceptualizations are implemented. breaks from traditional
practices occur, causing some discomnfort and frustration
among the practitioners involved. This means that sub-
stantial efforts must be made in~staff development to
handle these feelings and to bring to practitioners the
necessary skills to effectively carry out new career gui-
dance programming.

Before a staff development program is implemented,
however, a number of issues must be considered, issues
that will determine the specific nature and structure of a
staff development program. These issues are discussed in
the form of selected perspectives that need consideration
before a staff development program is planned and im-
plemented. Comprehensive coverage of all aspects of staff
development methods and procedures is not within the
scope of this paper.

Perspective One: Trust Development

New conceptualizations of career guidance are not al-
ways accepted enthusiastically by school counselors.
Career guidance proponents imply that counselors
should be functioning differently while they feel that they
already have commitments and guidance investments
that can be justified. This frequently is implied in such
sabotage expressions as:

“Career education/guidance is a passing fad.”

*It cannot be added on to what is already being done.”

“We should wait until it really gets developed — and our
counselor-student ratio is better.”

“It is an anti-intellectual movement from a vocational
education viewpoint.”

"Look at what success we have had and are continuing to
have with our present program.”

“Our district is concerned about such factors as transpor-
tation costs. and school policy.”

“Career guidance does not fit into the pupil personnel

services model.”

Behind these statements lie fears often felt by those
faced with change. This humza condition of counselors
in the field must be understood. The tailure of counselors
to readily embrace the new career guidance identification
can be appreciated if we examine most counselors’ origi-
nal justification for existence and their clrrent roles and
operational patterns. Many secondary counselors main-
tain that they are trapped and can only react minimally to
change. Aubrey (1973) stated that counselors are the vic-
tims of school rigidity and bureaucracy, which places
them in quasi-administrative and service functions that
impede them from achieving guidance objectives.
Elementary school counselors frequently cite their
quasi-psychologist function, which grew out of the edu-
cationally disadvantaged emphasis of the 1960's.

Nevertheless. counselors who feel they are victimized
need to confront themselves concerning the benefits they
are currently deriving from present practices. They have
ownership in these practices and fear losing what they
derive from them. Why risk unless there is something
better to trust? Listen to the challenges being offered by
the career guidance movement! Considerable risk-taking
is implied.

. (iiuruer gwidance programs should be based on student
needs.

Career guidance programs should be accountable for
specified outcomes.
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Career guidance programs should change continually
to meet priorities,
Counselors need to develop new competencies.
. Counselors need to consider differential staffing.

Counselors need to be actively involved in the com-
munity.

. Counselors need to be actively involved in the instruc.-
tional program.

When faced with these prospects. soine counselors fear
luss of status and power that comes with being associated
with the authority of the principal or the psychologist.
Involvement within the community and new relation-
ships with teachers and students may make some coun-
selors uncomfortable. New demands and new competen-
ties threaten others. The most difficult aspect facing most
counselors. however. is the prospect of accepting respon-
sibulity for achieving specific student outcomes. Being
held accountable for outcoines derived from career gui-
dance objectives is threatening to counselor worthwhile-
ness. Can counselors and career guidance programs de-
liver what they propose?

The recognition and understanding of the need for
counselor trust development is an important perspective
for any staff development program. Program developers
must be sensitive to where counselors and other staff are
in their predisposition toward career guidance. Are they
coticerned about justifying their worth? Is insecurity be-
hind resistance or apathy? Do counselors spend more
time valuing what is than valuing what could be? Provi-
sions for confrontation and the processing of attitudes
and feelings in staff development programs are mandat-
ory.

Perspective Two: Basic Orientation for
Program Development

A conceptual framework for program development is
needed to allow career guidance goals to achieve proper
status in the total educational program. Points of depar-
ture that stress guidance services place emphasis on gui-
dance being a collection of ancillary or adjunct functions
and processes. This is not a productive approach for
career guidance program development.

1. Student Outcome Focus vs. Program of Services
Career guidance inust become part of the instr-ictional
mainstream and be accountable for student outcomes
{Gysbers and Moore. 1974). To accomplish this, three
major kinds of career guidance responsibilities must be
included in the total career guidance program. First. are
curriculum based responsibilities which focus n goals
and objectives necessary to the growth and deve. ,ment
of all youth. Second. is a need to attend to individual
accountability to assure that educational resources are
being utilized to facilitate each individual’s life career
development. Finally, on-all responsibilities. responsive
to immediate pupil or education system concerns and
needs. must be part of the total career guidance prograin.

2. Needs Assessment vs. Role and Function

Goals of career guidance must be based on identified
needs of vouth and society rather than on the role and
function of the serving educational personnel. The pro-
fessional competencies of staff must be developed to meet
the needs of students and society rather than allowed to
remadin static and unresponsive to changes requested by
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various consumer groups. Needs should be expressed in
terms of student outcoines and should serve as a basis for
career guidance program planning,

Evaluation Based vs. Process Based

Comprehensive career guidance programs must be de-
veloped around student outcome oriented goals and ob-
jectives and must be installed using evaluation-based
program development and management procedures.
Evaluation-based procedures suggest ways to identify
and collect information to assist decision makers in
choosing among available program alternatives. Prog-
rams not amenable to an evaluation-based operation will
have difficulty in being systematic, sensitive, and adapt-
able torespond to changing individual and societal needs
{Gysbers and Moore, 1974). Evaluation should be func-
tional in helping make decisions, rather than being added
on for sanctioning purposes.

Future Orientation vs. Maintenance of Status Quo

Career guidance program development based on
evaluation-based management employs many concepts
emphasized by systems thinking such as the analysis of
relationships between elements, the generation of alter-
natives, the extensive use of feedback systems, aud the
use of prototypes (field testing). From this viewpoint, the
process of program development, implementation and
revision is continuous; each phase is related to preceding
and succeeding phases.

Competency Development vs. Credit Hour Credentials

Career guidance programs — based on assessed student
and society needs, stated in terms of outcomes, and
evaluated systematically to succeed — require careful
consideration of staff competencies. Staff attitudes,
knowledges and skills must be identified and the level of
performance required must be specified to insure deliv-
ery of intended process objectives. Credit hours alone do
not guarantee specified counselor competencies.

Program Management vs. Collection of Activities

A program management system is decision-centered.
Organizing career guidance programs around key types
of decisions provides a sense of purpose and direction
that can be used to respond to any educational thrust.
Tangible and concrete outcomes can be produced. As a
result, ““the staff will have a feeling of confidence in
meeting program responsibilities, an openness in sharing
information about the program in school and community,
and a direction for professional growth and competence.”
(Gysbers and Moore, 1974, p. 54)

Perspective Three: The Educational Context

Traditional school systems usually are organized
around basic skills development and dispensing of sub-
ject matter along with remedial efforts related to these
areas. Open-individualized school systems tend to be or-
ganized around individualized education featuring
cooperative planning and alternative learning experi-
ences. The environmental press of a traditional school
system fosters information-centered objectives while an
open-individualized school system fosters learner-
centered objectives.

Career guidance programs represent the system in
which they are located. In traditional school systems,
secondary counselors’ efforts are directed toward
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Primary Occupational
Career Development

Perspective
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Level |

Level Il

Level il

Level IV

Level V

— e ——— - — —— — ey — m— e o mm = S m— e = e A T m— mae — —_

<

Integrative
Life Career
Development
Perspective

Career Guidance Program Dimensions

Figure 1
Need/Thrust Program Orientation Concepts/Components Emphases
manpower information centered —work world awareness m_mBWEo:A cluster content
~—career information sec—job placement/saleable skills
—placement —employabihity skills
—career information centers
relevance experiential —infusion elem——subject matter units
—"hands on" experiences —field trips
—exploration —role models
sec—cooperative experiences
—academic/vocational units
valuing and personalization —values clarification elem—sense of agency
deciding —self expressicn —using resources
—decision making sec—values clanfication groups
—mini courses
self-others process of living —involvement elem—expressing feelings
and problems —systematic human relations  —helping others
in hving —self understanding —Iliving responsibilities
sec—peer counseling
—dialogue centers
individual individual responsibility —-identity/success eiem—cooperative planning

development
accountzbility

—individualized planning
—group/school responsibilities

—relating 1n and out of
school activities
sec—contracts
—alternative learning
-—Cross age activities
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scheduling, record keeping, testing and some crises
counseling; elementary counselors evaluate, refer and
consult about crises cases. In open-individualized school
systems, counselors plan cooperatively with students,
teachers and paients; work with groups/classes; consult
with others in and out of the school setting; and attend to
specific educational program goals and individual stu-
dent outcomes.

The schema for Career Guidance Program Dimensions
represented in Figure 1 is intended to show various levels
of career guidance programming. The suggested levels
provide a means of showing the relationship among pos-
sible career guidance programming, a continuum of
career development (left side of Figure 1), and the evolv-
ing educational system (right side of Figure 1). Career
guidance programs that are out of context with the local
educational scene w.ll most likely be faced with a nearly
insurmountable staff development discrepancy. Prog-
rams based on the perceived needs of a local district wil!
most likelv be successful.

The following levels categorize typical perceptions of
career guidance programs. Level I~Manpower programs
are based on the original Marland (1971) generated criti-
que of “‘general education” and the college preparatory
bias of most school systems. Level I-—Relevance has
come to be known as the infusion strategy. Relating basic
education content to the work world is the primary pur-
pose. Level III—Valuing and Deciding recognizes the
need for each individual to know what he believes so he
can make decisions. Level IV——Self-Others and Living
Processes is similar to Sprinthall’s (1971) deliberate
psychological education wherein systematic human rela-
tions are focused on here and now problems of living.
Level V—Individual Development Accountability is in-
dividualized education that features cooperative plan-
ning and sharing in the responsibility for implementing
educational programs as implied in Project PLAN {Dunn,
1972) or Individual Guided Education {(Brown, 1971).
While these levels are additive in a sense of serving more
life career goals as one proceeds to higher levels, the
means of reaching goals at these different levels may be
quite different. For instance, ‘‘relevance” may be
achieved at Level V but in a fashion that is quite different
from what is done‘in Level 1.

Insert Figure 1 here

The amount of change an educational system can with-
stand depends on many factors. However, as a career
guidance program becomes more life career oriented, the
school system must also be congruent with this thrust.
Current emphases in educational innovation stress the
same basic elements (Van Haden and King, 1974). Staff
development focuses on maintaining program goal-
school system congruence. Ambitious gcals that do not
complement the context of the educational system en-
danger program development success. While vision is
needed to give direction, ““size of step” awareness is im-
portant to insure success ar d maintain a positive attitude.
For example, the student behavior and instructional pro-
cess associated with values clarification (Level Il1I) may be
viewed by staff in a traditional educational system
primarily concerned with control and the delivery of sub-
ject manner content as inefficient and inappropriate.
However, a traditional system with a more conservative
climate can use career development as a vehicle for
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change and growth. As the educational system moves
toward an open and/or individualized approach, career
guidance objectives can be extended along similarly
compatible lines. In some instances, career guidance can
provide the “lead” for change in the school system by
helping with the environmental readiness of the educa-
tional community.

Instructional and guidance responsibilities will be-
come more interrelated as one progresses through each
level. Nevertheless, at all levels, guidance program re-
sponsibilities can be represented in a fashion that pro-
vides accountability guidelines. Attention to these re-
sponsibilities, as they are represented at each level, will
provide a guidance staff with an outcome-oriented,
needs-based approach.

Staff development needs can be anticipated from an
examination of each level. For example, fostering work
attitudes and creating awareness in the elementary school
are primary goals of Level I programs. Since work clusters
are used to insure systematic coverage of the work world,
teacher competency in instruction of these clusters will
be the most important staff development concern. Skill
development and occupational information are primary
components in the secondary school. Academic instruc-
tors and vocational educators will translate their know-
ledge and skills into work cluster content. Counselors
will use non-college oriented test materials to encourage
occupational exploration. For both, placement becomes
az. important goal. Infusion brings school subjects to the
work world and/or the work world comes into the
elementary school through role models and media. In
Level I programs, teachers may need an inservice prog-
ram directed toward developing infusion units and pro-
viding experiential and hands-on activities. Counselors
in the elementary and secondary schools should be able to
coordinate many activities and become involved and ac-
quainted with the community. In both the elementary and
secondary schools, Level III teachers will develop com-
petencies in using values and decision-making materials
and activities. Teachers need to receive staff development
and cooperative instructional support from counselors.
Competency in using group process skills becomes essen-
tial to personalizing issues and producing alternatives.
Level IV emphasizes self understanding through interac-
tion with others. The instructional procedures for de-
veloping systematic interpersonal skills should be the
major focus for staff development of all personnel includ-
ing teachers, counselors and peers. Counselors may also
need to develop family counseling skills. Conjoint or-
ganizing and planning in a variety cf situations becomes
the central focus of staff development for all staff at Level
V. Utilizing and developing community resources for al-
ternative and extended experiences becomes a continu-
ing staff development process.

Summary

Career guidance is almost synonymons with program
developuient. The emerging career guidance concep-
tualization must be interpreted in terms of the individual
and societal needs that are being reflecteu in other school
concerns. Career guidance should be part of all educa-
tional planning. Likewise, staff development directed
toward career guidance goals should be a central feature
of school program implementation.
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The aim of guidance in Baltimore City Public
Schools is to help each child acheive his own highest
level of personal, educational, civic, and occupa-
tional competence. Success for each individual in-
cludes mental, physical, vocational, and aesthetic
development as well as those inner satisfactions that
come from a well-adjusted life.

The guidance activities are based upon recognition
of individual differences, basic concepts of human
growth and development, the diversity of present day
educational opportunities, the complexity of and the
changes in modern occupational life, the importance
of human relations, the right of an individual to make
his own choices, and the realization that the adjust-
ment of an individual to his life situations is an ever

changing process.

Today, 50 years after the introduction of guidance
into the public schools of Baltimore, this service is
still available toall pupils at all levels of achievement
and ability during their school lives. All the factors
and information that have helped the student become
the kind of individual he is, are available to the
placement service and to colleges or institutions of
further training, when he has withdrawn or
graduated from school.

Within three years of the introduction of guidance,
the Baltimore City Schools, recognizing the need for a
link between youth of the city public schools and the
employers of the community, established a place-
ment service under the Office of Guidance and
Placement.

The placement service believes that each student
has the right to and should expect to receive the
necessary information or assistance to bridge the gap
between formal education and entry into the world of
work. Each student has the right to equal opportunity
in emnployment, advancement, and security, regard-
less of religion, ethnicorigins, race, or sex. Inherent is
the belief in the right of individuals to make theirown
choices and decisions. Unless guidance and counsel-
ing is available, some are apt to make decisions that ge,
will waste their ability and time. The impact of any *#§
educational program on a youth is measured by what
he does after he leaves. The placement of youth on the
first rung of the career ladder indicates that one prep-
aration stage has been completed. A placement prog-
ram enhances the opportunities for a youth to ease
into the employment world by giving him more per-
sonal skills and savoir-faire. Placement, therefore,
functions as an extension of guidance in assisting
vouth to make forinal entry into the adult working
world. The service is available for one year to all
youth who leave school either by graduation or by
withdrawal.

Curing its 45 years in operation, the service has grown
from four centrally located placement counselors to the
assignment of placement coordinators in senior high sec-
ondary schools. A variety of approaches in personnel
assignment have been used to meet the changes in educa-
tional reorganizational schemes. These facts emerge as
most meaningful and helpful in the operation of a place-
ment center.

Placement coordinators become real team members of
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the guidance department when they are: 1) trained in
educational and vocational guidance and interpretations
of tests and measurements in educational psychology; )
skilled in interviewing and assessing the strengths and
weaknesses of their clients to assist them to evaluate and
make decisions based on the study of interests, abilities,
and ambitions in light of opportunities; and 3) experi-
enced in non-educational work areas. The coordinator
who is versed in the educational process knows school
policies and progre ms and can give greater guidance to
employers to updato their knowledge of the school sys-
tem. Graduate credit should be made available in the
universitie

The ; ..cement coordinator is assigned a designated
responsibility to a school and established in a room in or
near the guidance suite identified as a Placeinent Center,
fully equipped as an office, with a designated phone
number, and a clerk or aide. A library of employment
materials and general job facts is available to students and
faculty.

The placement coordinators are paid from the local
budget on a 12-month salary. Counselors may be, and
rightly so, concerned that these additional members of
the guidance unit are paid for an additional month. How-
ever, as placement is a service to the students and the
employers, the placement office must be manned 12
months a year with hours to coincide with businesses. In
large systemns perhaps the school counselor could be
hired to work with the placement coordinator and span
both his and the placement specialist’s vacation periods.
Through understanding the program, learning the needs
of the employers, and noting youths’ attitudes toward
these opportunities, a system can expand it total guidance
and counseling approach. The service is free to students
on a voluntary basis and free to the employers. Mileage
reimbursement for job development by the placement
coordinator is essential to an efficient operation.

ACentral Job Resource Center is esta* lished in order to:
1) provide continuity of activities, 2) coordinate reports,
3) work closely with agencies, enterprises, civil service
units that require many workers from the total metropoli-
tan district, 4) develop plans and procedures with the
placement staff, 5) give better service to students and
employers, 6) compile monthly reports and submit an-
nual reports based on information obtained from reports
and company recommendations to the system for cur-
riculum building, and 7) provide in-service training.

This center must publicize these services through all
media to inform the school and the business community;
improve methods of job development; naintain close
liaison with the various personnel departments, agencies,
and associations; maintain current literature on any facet
of job hunting; help develop appropriate forms and mat-
erials needed by the placement coordinator; afford input
into the curriculum and serve various advisory commit-
tees; be available for the various assembly and career day
planners in the school; and work with the junior high
counselors to assist potential dropouts.

The Resource Center also needs to include central-
office job resource coordinators to work out opportunities
in the fields of the health services, apprenticeships, food
services and/or areas of specialized heavy concentration
that produce a variety of employment for beginners
and/or employers who prefer to work with one central
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tontact These central jub coordinators would also serve
as contacts to employers and coordinate the operation of
referral and follow-up. The placement coordinator,
stationed in each senior high school, helps early school-
leavers and graduates enter the labor market and also
seeks part-time and temporary employment oppor-
tunities. Since there are general vocational schools and
special education centers, a coordinator is responsible for
placement in at least two of these schools.

Cuirently, the school system is undergoing complete
decentralization so that the city schools are divided
among nine regions, each of which is a microcosm of the
macrocosm. Approximately 19,000 students are in each
region with a superintendent charged with the total re-
sponsibility of his particular region and personnel. In
secondary education there are 16 comprehensive senior
high schools, two vocational technical schools, one adult
center, six general vocational schools, one school for
teenage mothers and four special education centers. Each
of these schools had a work-study coordinator as of
1973-74. Prior to tiiis date a placement coordinator was
stationed in each of the high schools as part of the team.
Under the reorganization plan, the work-study coor-
dinator assigned to a school was responsible to the prin-
cipal and his regional superintendent. The placement
coordinator remained on the roster of the Office of Gui-
dance and Placement and was assigned to serve at least
two senior high schools and to locate employment for
part-time, temporary, and full-time workers.

As placement is an extension of guidance, it is of
paramount importance that it entails the total scope of the
educational thrust/preparing youth to accept the realities
of adulthood by making several options available. As
such, the placement coordinator, along with the coun-
selors and instructional staff. plan preventive approaches
to student retention in school based on the coordinator's
involvement with the employer’s world. Students who
have been identified as potential dropouts may be refer-
red to the coordinator. In-depth interviews, explanations
of the work-world expectations, possible group visita-
tions to companies, and screening for potential part-time
employment, are several approaches the coordinator may
take. While the youth may decide to leave school after the
many discussions or research sessions, he is sure of the
job advocacy of the coordinator and has a clearer know-
le " of his own capacities and of some of the personal
st s that have increased during the interval of
u. . on-making.

litionally, the coordinator can assist teachers in var-
ious instructional areas, recommending topics for study
and/or employers for classroom and career days. As the
coordinator visits companies to seek employment and
listens to the employers, he can interpret for school per-
sonnel trends and needs for curriculum modification or
revision.

Since the coordinator is housed in the schocl, he is
identified as an integral member of the guidance team and
educatior staff. He knows the school policies and can
relate to the idiosyncrasies within his area. The students
recognize that his services are available to them and their
parents throughout the year. He can interpret labor laws.
understand the child’s decisions, and seek out companies
with college-reimbursement programs for college-
oriented pupils. Because the coordinator is identified
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with a particular school, the employers can communicate
more readily and easily and thereby facilitate the ongoing
counseling aspect of the placement services. An added
strength is the student's knowledge that another profes-
sional cares what happens t

The coordinator surveys the senior class in depth to
ascertain their plans for the immediate future. An assem-
bly frequently serves as the kick-off to the formal written
survey of plans. He can write articles for the school media;
make information available over the intercom system;
arrange for individual classroom visits with the
teacher—the coordinator leaves no stone unturned in
preparing youth for the survey and its purpose. Following
each survey, the placement coordinator studies and dis-
cusses the findings with the grade counselor. Programs of
studies, achievement, future plans, financial assistance
needs, physical and emotional conditions, parental
involvement—all part of the student’'s cumulative
record—are used by the counselor and the coordinator for
background preparation.

Once the coordinator has deterinined who wishes to
use his services, he schedules an interview for the applic-
ant. Since this is a formal approach, the faculty is alerted
to the student’s scheduled interviews. Students are ad-
vised to maintain businesslik® decorum, wear approp-
riate attire. and keep the appointed schedules. The ap-
plicant completes a formal application indicating per-
sonal, social, educational, physical, extra-curricular, and
work-history background. The completed application is
filed for the coordinators’s use. During the one-to-one
interview. the coordinator assesses the student's
strengths, weaknesses and vocational preferences and
discusses long-range planning the student may have
made. The student is made aware of the positive assess-
ments and possible reinterviews and job clinics needed
for successful entry into the labor market.

The interview offers an excellent opportunity to give
information about jobs available or further training and to
assist the applicantin his vocational choice, suggesting to
the new workers facts he may need to know to get that first
job. The same in-depth interview is given those who have
withdrawn from school or those who are seeking emp-
loyment in order to remain in school. It is during a tight
labor market that applications for part-time work exceed
jobs availble.

There is another successful program in operation, that
of the cooperative education arrangements between
schools and the employment world. These programs op-
erate from the areas of sales, business, trades, industry.
health services, and general work. They are usually de-
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Other sources for the coordinator are the various local,
state, and federal civil service units to which he refers for
openings as they are posted. Usually the Central Job Re-
source Center works closely with these units to develop
sthedules of nonconflicting testing dates for students.
Other agendies such as Social Service, Vocational Re-
habilitation. Urban League, and other city and govern-
ment manpower groups are sought out by all coordinators
and the central office to assist them in placement.

Befure actually referring vouth to jobs, the placement
coordinator must review and update information about
the students’ plans and decisions, survey their needs, and
observe any difficulties they are encountering. He enlists
the aid of individuals and teachers in setting up a variety
of approaches to successful placement. He may encour-
age certain interview skills such as ability to complete
applications properly. speech clarity, vocabulary, and
spelling. To assist the student the coordinator might fur-
msh the sample apphcations. stressing why an applica-
tion 1s important, what is on it. why a name is signed
while all other information is printed; why and what
references are; what honest answers are; how to make
applications by letter and so on. Since most written tests
involve spelling and vocabulary, samples of words used
and correct spelling can be an on-going activity in every
class, not just English.

Another area in which student skills need strengthen-
ing 15 simple math—not the higher math, but decimals,
fractions. percentages. addition and subtraction. The
math department should be involved but since many stu-
dents “select out” of anything that smacks of figures, the
total education staff should be involved. Coach classes in
arithmetic and problem solving can be a part of the ap-
proach to helping vouth who are weak in theseareas. Itis
the responsibility of the placement coordinator to
spearhead approaches to meeting the particular need. of
vouth about to enter jobs.

Job clinics can be regularly scheduled for youth iden-
trfied as needing these skills. Clinics might include:
Telephone Techniques (manner, voice, control); Inter-
views (set up guidelines), Personal Appearance (include
playing down of physical handicaps); Employer Tests
{variety, samples, uses); On-the-Job Success; Payroll De-
duction, Labor Organizations; Finding Your Way Around
{use of transit maps and information services); Use of
Referral Cards; Wiiting a Resume’; Tips in Applying fora
Job; Ilow to Read Want Ads: Why Attendance and
Promptness Are Important: What Are Attitudes? (how do
they influence supervisors and co-workers) What Are Be-
nefits? lHow Do the Labor Laws Operate?; What Is the
Value of Part-Time Work (or volunteer work)?; Why Is
Eatra-Curricular Work Important? How Does One Over-
come Shy ness?: What Are the Differences in the Three
Civil Service Units?, Why Social Security?; and Where
Can I Get Help For . ..

Fur the job requests of employers. the coordinator de-
termines the specifics of the job opening—ty peof job, age,
location of company, special attributes, physical re-
quirements, number of applicants to be referred. etc. He
then reassesses the student's skills, preferences and phys-
1.al attributes, and issues a referral slip for the student to
follow through on at appropriate steps. In each case, the
_outh iy again job counseled and requested to report out-
oy to the placement oordinator. Usually the total
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process may take approximately two weeks.

The placement process does not end with the referral
and placement of youth in a job. It is extremely important
that the school have feedback of its success or failure in
helping youth cross ovur to the adult working world.
Among the many aspects of the on-going evaluation of
youth job entry are:

1. As a result of the work-study assignment, the emp-
loyer notes sudent’s habits. attitudes, skills, achieve-
ments and employability. All these become a part of the
youth's formal record. His remaining on the job becomes a
part of the placement follow-up scheme.

2. Students placed on part-time or temporary basis are
surveyed to see if they maintained academic work and, if
applicable, continue q full-time assignment. If so, the fact
is noted in their applications or permanent work cards for
future follow-up.

3. All students who were referred to jobs but who did
not report back on their successes are followed up au-
tomatically at the end of the month to determine their
eligibility, placement, or future help.

4. All youth placed in permanent employment are fol-
lowed up formally at the end of three months and again at
the end of a year to ascertain their progress on the joband
to solicit comments for possible improvements in the
program and school offerings. Employers are sent
follow-up letters at the end of six months for critical
analysis of the employee's work and recommendations
for curriculum change or suggestions for strengthening
school programs to improve student employability.
‘These comments are recorded on the student’s original
employment application and the criticisms or recom-
mendations are cataloged and made avai
able to schools and curriculvm builders.

5. The placement cooidinator maintains monthly re-
cords showing the number of youths placed in full-time
employment by sex, age, job classification and salary
range and the number oftemporary and part-timejobslots
filled. They include unusual events that either expand or
hinder the operation and lists of companies visited.

6. The coordinator maintains and updates a file of the
employers who use the placement service.

7. Any student who loses or changes his job is still free
to use the school placement service. It is not uncommon
that replacement may take a longer time since more in-
depth  job counseling and possible refer
als to supporting agencies may be necessary.

8. The placement coordinator compiles the statistics
and findings for his schuol and serves as a resource to the
school as it seeks to improve its educational offerings.

9. The Central Placement Service compiles reports for
the annual report to the Coordinator of Guidance and
Placement for the Superintendent of Public IKNSTRUC-
TION. With these statistics is a narrative that summarizes
the program, its activities, and suggestions for system-
wide improvement. Evidence of the impact of the educa-
tion system and students’ progress in planning, deciding
and entering new fields can be more readily observed,
described. and evaluated.

Such individually-oriented placement helps youth
gain further self-awareness and orientation to society
through a carefully planned transfer from a formal educa-
tional program into the adult working world. Such an
adjustment, which aims to further the student’s voca-
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tional development and assists himin new, satisfying and
adequate experiences., is essential to a gmdance program
that is devoted to meeting the total gudance needs of all
pupils in school.
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signed for seniors, but may also include special programs
for slower children. These programs may operate on al-
ternate week, half-day, daily, weekly or alternating two-
week schedules. The student then selects the option. in-
terview with the work-study coordinator. He is ade-
quately supervised and evaluated on the job by the em-
ployer and coordinator w ho maintain a record of his clock
hours on the job and see toat that he receives ippropriate
sthool credit. 1f, at the end of the schiool term. the student
does not remain perinanently on the job, he may wish to
be internviewed by the placement coordinator for addi-
tional referials. If so. his card becomes part of the file of
students seeking permanent employment.

Though the placement coordinator is housed in a
school setting, he is still responsible for conducting job
development. even while busily engaged in working wnh
the students and the taculty. He employs a number of
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ways to neet with emplovers, e may simply walk-
sutvey the vanous establishments near and around the
school He swall set up an appointment with an employe
or representative of specificjob arcas. He will contact the
local chamber of commerce, personnel associations, hus-
iness and industry associations. local stotes. and state
employment agencies. He will study the want ads and
select those he wishes to follow up and study turther. No
matter where he goes, he goes armed with the knowledge
of the total school system along with his understanding of
student needs and accomplishments.

As he visits an emplover, he makes mental notes of the
location. its physical outlay, need for employee transpor-
tation. work in which the emplovees are engaged. and
emplovee comveniences. He discusses the company per-
sonnel policies. union requirements, promotional stan-
dards and salary benefits. He seeks out the varieties of
employment. equipment used, specifications for jobs.
and procedures for entry. Lven as he is ascertaining the
possibility of employment. he is encouraging employers
to consider hiring beginning workers. The coordinator
serves as a sounding board tor school improvement, re-
cruits community talent for the various assemblies, class
discussion sessions, or class visits, The coordinator con-
tinually updates his information and notes the trends in
the work world. He secks out opportunities for part-time
or temporary help and for the slow. the disadvantaged.
and the physically handicapped

He maintains a file of employver contacts noting the
name of the individual, phone, location, company hiring
policies and type of work the company does. This tile
becomes a nucleus of contacts he must follow up fre-
quently. During the discussions with employers, the
coordinator emphasizes the follow-up of the worker and
the employer evaluations that will be sought over the year
in order to improve the school offerings to their students.
A strong liaison is built between the two as the emplover
sees a source of qualified applicants and the cootdinator a
cadre of individuals with potential otfering - tor the stu-
dents.

The employer is not the sole source for placementactiy-
itv. The state employment services. which are free to
clients, are excellent contacts to develop. Since these
state agencies work with all ages and types of jobs. the
placement coordinator should develop close association
with them. Their staff has excellent monthlv labor mfor
mation, job analyses. and varicties of job slots tor part-
time, temporary and tull-time workers, Then interview -
ers are keenly attuned to applicant and enploy ment
needs, and make excellent contacts for classes. assemnb-
lies, and advisory committees. The Burcau of Apprentice-
ship Training is usually hioused in the state enaploy ment
services office and administers the approptiate appren-
ticeship tests to applicants.
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"Whatimage forguidance? " 1s justone ot the many issues and
concerns rased in this panel discussion which took place at the
National Conference on Career Guidance, Counseling and
Placement last February Panel members from a variety of
setings~local. state, and national in scope—enlivened the dis-
cussion with their particular view: and perspectives.

Panel members include Impact Editor and ERIGCAPS Direc-
tur, Garry R. Walz, who served as moderator, and the following
participants.

Lillian Buckingham

Coordmator ot Placement

Baltimore City Schools

Baltimore. Maryland

Charles Foster

Director of Guidance Serv.ces

Missouri State Department of Education
Jefferson City. Missouri

Norman Gysbers

Professor of Counseling and Personnel Services
University of Missour

Columbia. Missouri

Brian Jones

Director, Youth Development Research Program
American Institutes for Research

Palo Alto, California

Earl Moore

Associate Professor of Education

University of Missour

Columbia, Missoun

Harlan Powell

Social Work Consultant

Department of [nstitutions. Social and Rehabihitative Services
Ollahoma City. Oklahoma

Dale J. Prediger

Director. Development Research Department
Amencan College Testing Program

lowa City. fowa

David H. Pritchard*

Program Specialist. Guidance and Placement
US Office of Education

Washington. DC

“David H Pritchard contributed to this article 1n his private capacity No officral
sulppnr! or endorsement by the US Office of Education 1s intended ot should be
ferred

Walz: We hope the ideas and thoughts that have come out
of this national meeting will serve the purpose of helping
other people develop exemplary programs, and that what
has been presented here can be used profitably by others
elsewhere. To actually begin discussion, I think it would
be helpful to review the most basic concerns in career
guidance, counseling and placement. So, to get things
rolling, I will pose these as questions and let the panel
members respond in roundtable fashion.

There has been a lot of concern and talk here about the
word "image.” First, I'd like to ask. what is an optimal
image of career guidance? What should it be? What
should it do? What image: of career guidance should be
communicated to the consumer public? Second, what
needs to be done to realize this optimal image? What are
the major obstacles. internal and external. to realizing an
optimal image ot career guidance? And finally, given this
image, what are some priorities for start-up?

Gysbers: The image I'd like to convey is that career gui-
dance is a developmental program — a program that is
equal and complementary to the instructional program of
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a school. The career guidance program would focus on
student outcomes in such areas as self understanding and
interpersonal skill development; life career planning,
knowledge and skill; and life career roles, settings and
events specifically relatsd to the education, work and
leisure worlds. In addition, the career guidance program
would assist individuals to understand the relevance,
purpose and meaning of the instructional program. The
program, of course, would involve a variety of guidance
processes and resources. such as testing, counseling and
information. Basically, that is the image 1 would like to
convey.

Pritchard: Can I approach that? I agree with what Norm
says. but I'd like to push in a slightly different direction.
I've been asking myself, systematically, for the last couple
of years, “*What is it that is distinctive about guidance
compared to other educational processes?” I certainly
haven’tarrived atany definitive answer. but I do entertain
the idea that the direction of that distinctiveness lies in
helping the individual to ferret out what he or she needs
for personal growth and development. The person needs
to determine where he can get those experiences and to
decide what those experiences mean for him both intel-
lectually and emotionally. He then needs help in plan-
ning, setting his directions, and garnering the experi-
ences he needs to move in the direction he has set for
himself. I think this is what is distinctive. This doesn’t
mean that only specialists are involved in this process.
That’s where I agree with Norm. But I do think that what
inakes a guidance program distinctive is a broad growth
and development function centered ultimately on help-
ing each individual to make applications of his formal
learning and other experiences to his own life. This is the
focus the geidance program Norm is talking about should
have to make it distinctive,

Prediger: In going around the table here, it occurs to e
that I have some problem with the term life career gui-
dance.

Gysbers: I didn't say life career guidance, I said life career
planning.

Prediger: Well, | have problems with the term life career
planning. Maybe it’s related to what Dave was saying. |
can see how we need to broaden what people think about
when we say career planning; it's not just vocational
planning. But I wonder if we're in danger of losing focus
— what's distinctive about career guidance in Dave’s
terms — by talking about planning in general. Maybe
we're opening it up too much.

Foster: I think the image of career guidance is that of a
program. I think it deals with all students, and 1'd even
like to set parameters to the extent that the counselor is
responsible for all students. If this is the case, then career
guidance is a focal point, not an appendage. And as such,
itmovesintothe instructional area; and as a further result,
it's a team effort. Al cther school personnel have
student-focused objectives in common with the coun-
selor. All other resources are resources to the counselor to
help youngsters. To me, this image would mean that
career guidance is for all students; it is the counselor’s
responsibility, and all others are resources to him.

Walz: Anybody else wish to speak on this?
Pawell: I wonder if anyone would care to speak about
65
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what career guidance and lite career planning are not. As
long as we're trying to say what they are, may be aegative
definitions would help, too.

Gysbers: Life career planning is planning for one's entire
life To counter Dale’s point, I don't think it ignores occu-
pational concerns; | think it enhances them because it
locks at occupational choices in relation to other life
choices. If you focused on occupaticnal choices only, you
would be forgetting other kinds of life choices — plamn~
ning for other kinds of roles. That's why I'd like to put the
two words together — Life-Career planning.

Prediger: Is it 1:arriage planning?
Gysbers: Definitely.

Prediger: Or is it marriage planning in relation to
educational-vocational planning?

Gysbhers: For some people it could be simply marriage
pla...iing. But for most people it's probably the interrela-
tionship of all aspects of planning. The point 'm trying to
make is that, at one point in time, it may be just focusing
on marriage planning, but at other points in time, it re-
1ates to other choicer as well.

Pritchard: That's the way [ see it, too. When the joint
APGA/NVGA Cor.smission on Career Guidance and Voca-
tional Education was preparing its recently published
paper on that subject, [ advanced the same idea to that
group. We should look at the current “lifespace” of the
individual. That is, there's a kind of normative develop-
ment as to the arenas of life that are particularly signific-
ant at giv.n life stages. Then, idiosyncratically, as a par-
ticular individual moves through life, various arenas may
be more critical than others. But in any case, they are
interactive; you have to look at one kind of decision, one
element of pianni.: one arena of life in conjunction with
others as the individual needs it, rather than tc segment
things. This process involves personal counseling. Cer-
tainly, it would ! = much easier if I could just use the term
ce-gerguidance o' iif counseling. [ hate tocompoundthe
terms, but I agree wita Norm —- these considerations have
to be put together.

We don't use the term “‘whole person” much any more,
but that’s wha: we've been talking about. Develop the
wheli person; we're goiug to guide and counsel the
whol- person. For examgle, there is one area to which
guidance gave a lct of lip service, but on which we de-
faulted -~ the e:onomic area. We have to get back to truly
guiding and coun-zeling the wholz person, making sure
tnat people obtain gainful employment, that their
economic needs are considered. So I'm saying that we
have to create the opportunity to work with the whole
person in relaticn to his or her significant life situations,
including the economic, as the individual moves through
time.

Waiz: Dale, [ want to be su.e we have your point. You're
saying that when ca zer guidance is as broad as has been
defined by some nere, ii's too diffuse, it's too hard to
deliver on, right?

Prediger: Yes.

Walz: And Norm, you prefer to call guidance simply
career guidance rather than use some other term, right?

Gysbers: Ves.
Moore: I'd like to respond to one thing career guidance is
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not, especially when it relates to life. Years ago we had a
movement similar to life adjustment education. Some
people said this was just another name for life adjustment
education; and it does have some elements of it. But if you
go back and look at life adjustment education, vou'll find
it's more like what I would call career vocational educa-
tion. Norm has researched this and can document it better
than I. But the point is that, in those days, the thrust was
toward adjust ng the person to *‘society” as co 1ared to
the current thrust of recognizing the “unique s of the
individual.” Today we want the person to become self-
actualizing; it is in this sense that he will better society,
not in the sense of “fitting in.”

Walz: If we can move to another question, do we actually
have anything like what we've defined? To what extent is
it present  not present in schools today?

Jones: What we found in our national study for the US
Office of Education was that, in terms of the comprehen-
sive deflinition, tlere is no such animal in the school
today. People are working very efficiently to implement
various components of a career guidance approach. The
difficulty they have i< in trying to put it together, to adopt
what we would call a comprehensive planning approach
— a comprehensive definition of the word career com-
bined with helping a young person integrate his experi-
ences. I don't think this exists in any school system that
I've visited. And we certainly didn't document it in the
case studies we did for the Office of Education.

Gysbers: I think what we're really talking about is the
vision or image that we have right now. At this point in
time I have to say, no, it's not in practice in a full-blown
way. Brian is quite right, however, to suggest that ele-
ments of it are and have been introduced over the years.
What we're really talking about is pulling this vision or
image together.

Walz: To go from where we are to this kind of image, what
would we have to do? What strategies and priorities
would we need to adopt?

Jones: One very definite need or priority is to create an
interface with the instructional system, to build in flev-
ibilities so that if individuals are helped to pla.. their
lives, they have opportunities to gain the requisite skills
for following through on those plans and meeting both
short and long term goals. This is'an area where we're
lacking. Most of the systems we've talked about this
morning are sysiems of individualized instruction. We
will get individualized ed"ication only when we put indi-
vidualized instruction together with an individualized
plimning component. This can’t be done solely by coun-
selors.

Prediger: I would like to add another though. on where
we are now. In a nationwide <tudy of student career de-
velopment we asked kids about different kinds of prac-
tices or career guidance activities — not the innovative
stuff, but the everyday things we've been reading about
for a long time, like plant tours, teachers relating their
subjects to the outside world, filmstrips, occupational
files and so on. We found that kids don't see much career
guidance of any sort going on. If we're talking about the
more innovative types of things, then we've really got a
long way to go!

Walz: Do you think we will a:tually have the kind of
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Lareer guidance that many of you are describing here?

Gysbers: Not in the way many people presently conceive
of it, because career guidance is still seen as having only
an economic emphasis.

Moore: There is some danger cf splitting education into
an academic vs. career dichotomy. This could actually
hinder those individuals who have a wide range of oppor-
tunities and interests. Career education might inhibit
rather than facilitate the individual's decision-making
process.

Pritchard: I'd like to suggest that, to the extent the terins
“education” or “career education.” in practice, come to
mean the “educational system,” formally defined, the
proposition can be advanced that “career guidance’ cov-
ers a bigger space or is a bigger umbrella term than are the
terms ‘‘education” or ‘“‘career education.” In support of
this, I'd like to offer two perspectives. One is that if the
practical meaning of ‘‘education’ comes to be delimited
in the way I've described, “career guidance” must still
encompass all kinds of programs and services from all
kinds of institutions. Career guidance isn't just a compo-
nent of career education or of education, but something
that deals with individuals and their development
wherever they may be, in relation to whatever institu-
tions, through time.

One other perspective — we've got sex education, drug
education. this and that kind of education, and we say
guidance is in all of them. Well, then, guidance is the
common denominator; it’s a core to which we add addi-
tional kinds of information and resources. That's the sec-
ond idea I would support for the purpose of widening
perspectives. Guidance can, undercertain circitmstances,
be usefully thought of as even broader than education —
especially education in the formal, institutional sense.

Foster: This is, in part, what I meani-when I said guidance
is all. I, too, see it as bigger than career education. As a
result, if we're talking about optimal development of an
individual. we're talking about filling in all the gaps from
a guidance viewpoint. Instructcrs have some ohiectives
for youngsters; the guidance program has obje ..ives for
each and every one. all of them fitting together. We
shouldn’t assume, and I think Brian has said this. that
youngsters have been given all the information and un-
derstanding necessary to fill in the gaps and do adequate
planning. Guidance must see to it that all the gaps are
filled. so that when the youngster is called upon to make &
decision. he has the proper tools. I don't think guidance
has reached this point yet.

Powell: [ hope you will take some time to defin terms for
sonme dumb ones like me because I'm thrown by some of
the distinctions being drawn between career education
aind career guidance and how this fits in with vocational
education.

Walz: You can't do everything you'd like to do in terms of
responding to a need; there has to be some sense of prior-
ity. From your different vantage points, what do you see
as priorities? If you had your druthers, where wonld we
direct our efforts to bring about this image we've created?
You can deal with this from either a state, national, or
local level. but what do you see as pricrities?

Foster: Well. one of the problems in guidance in Missouri
was that counselors were not able to come up with prog-
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rams that showed themselves to be accountable. When
they wrote objectives, I would say, “What are the out-
comes?” and I'd get an answer like, “We saw so many
youngsters.” So, to me, the first priority is to identify
student needs and then to begin planning in order to meet
these needs.

Moore: We on ~ had a program image that was built
around services. \s we move toward an gputcome orienta-
tion, one of the ¢ yncerns many counselors will have is,
“What .aakes us different from anybody else?”’ As the
counselnr moves tcward instruction and as instruction
moves toward guidance {and this is happening not only
from our perspective but from other educators’ perspec-
tives), guidance loses some of its distinctiveness.

On the other hand, the counselor’s role and function
will become better defined because we will be looking at
what the consumers and fellow educators say we're sup-
posed to be doing. We will be attending to those respon-
sibilities that are related to student outcomes. I don't
think the counselor’s functioning and the guidance prog-
ram need to be synonymous. We ought to be aware that
the counselor is not specifically equated with the gui-
dance program.

Prediger: I'd like to get back to what Charlie said about
determining needs, only I'd put it a little more strongly.
I'd say, “Identify needs and then hit the school people
over the head with them. Get their attention.” Wuat Char-
lie described as going on in Missouri is just this sort of
thing. I've always been amazed that whenlask kids about
guidance, I get almost a textbook description of what a
guidance program ought to be. They’ll tell me whatought
to be happening versus what is happening. I wish we'd
spend more time talking to kids and parents and the
community about what they want.

Walz: Your major priority, then, would be to identify
what it is young people want in order to create this gui-
dance program we’re talking about?
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Prediger: You build your objectives on it, too. You establish
needs and build goals and objectives.

Gysbers: We must look at the needs of students as they
identify them, and at societal needs trom the social critic’s
view point, and then blend the two sets of needs together.
Then we must assess where counselors are and where the
guidance program is in the school — you need to lay the two
stde by side. I think this is what tmpressed e, Brian, about
the Mesa. \rizona. program and how they approached that
problem. They said, ~“Here are needs we've identified, and
here’s how the guidance program is delivering on these
needs * The next step, then, if there is a discrepancy bet-
ween the current program and student needs, 1s to ask, “How
are we going to meet these unmet needs?” The answer is to
change our present program of activities. Then those ac-
tivities that are dictated by needs can be laid alongside
current activities and we can say, “*If we're going to meet the
needs of our students, here are the priority career guidance
activities: these other activities we are now doing, including
many admimstrative activities. must receive a much lower
priority or none at all.”

Foster: Or who's going to do these things.

Gysbers: Or who's going to do them. That's fine. I'm nc¢*
talking specifically here about the counselor. I'm really talk-
ing about the kinds of steps we need to plan for.

Powell: Something about this bothers me a little bit. I think
you have to identity needs to know what kind of program
vou would like to see implemented. But when I'think back to
our school prograe, | don’t know how much success we'd
have had it we had iried to sell our program by saving to
peuple. “You need a delinquency prevention project,” and
just quoting tigures to dieni. The schools that disliked us the
most. and there were some. were those who said, “What do
vou mean by telling us we need a delinquency prevention
project? We don’t. either ” What we did was to sell our
program based on what we were going to do for them — the
administration, the teachers. the staff — based on their own
need-assessment think vou must consider the Lenefits of a
program before automatically saving. “These arethe needs.”
Jones: That symbolizes what 1 think has gone on in educa-
tion and sucial weltare for vears. The problem counselors
now face is one of establishing priorities for the use of their
time and yesources. We could get stuck with a delinquency
prevention program. for example. because it islaid on us or
because it was funded by a federal agency that put ithigh on
tts list of priorities ior that particular year. The difficulty
then becomes how do we establish some priorities? Hope-
tully. we can find clues to priorities through needs assess-
ment data that can be translated ino objectives.

Walz: Where do vou stand. Brian, with regard to start-up
priorities?

Jones: I'd change nothing of what's been said. Only I wish
we could change the word “planning™ to “planning and
evaluation ™ Fmnot sure we have to go mto implementation
immediately. Comprehensive planning activities actuatly
expedite evaluation it they tocus on an outcomes-based ap-
proach Fwould also like to put in a major plug for what has
been called “goal-tree™ evaivation. We're in danger of talk-
ing only about goal-based evaluation. We should recom-
mend to counsclors that. in terms of planning and evalua-
tion. thev should give equal emphasis to measuring: 1) the
extent to which they are aceountable in terms of the out-

Aruitoxt provided by Eic:

comes they set as priorities, and 2§ unanticipated side ef-
fects, positive and negative,

Moore: The term “preordinate” has been used to describe
setting godals prior to program implementation. However,
some benefits come from the process of goal setting itself —a
cybernetic sort of event. You get new ideas and creativity
from the side effects, those things that weren’t really part of
the goals. These can be fed back into the loop as additional
guals. This is a way of using the program process to generate
some new hypotheses.

Walz: Assuming that we really do this — we focus in on
needs, we start to build prograins from a needs basis and
we're conscivus of evaluation as we go along — what other
kinds of priorities do you see?

Pritchard: At the very practical level of designing or adapt-
ing an instrument to survey the needs of students, staff, or
whomever. we necd to have a systematic approach for
educating the people who are going to survey needs and
establish objectives. Call it staff development if you will.
What I mean is that they’ve got to have a conceptual picture.
I'think this isan important priority because if you don’t have
the right training — at least concurrently, if not before you
set out to identify necds — I don’t know what you're going to
identify. I think another priority is to identify specifically
the desired “level” of a program. as Earl defined levels in his
speech today.* You may end up with only a “manpower
level” conception of career development rather than a**level
5" conception, or something in between. Deciding which
level you want is very important.

Gysbers: | would like to underline Dave's j.oint — we can't
move off it yet! I don't think you can just go off and do a
needs assessment because needs are connected to the con-
ceptual image you hold. They have to go together.

Jones: | feel a note of frustration right now; maybe you can
help me resolve it quickly. I'm really concerned about
another priority, and it's one that just occurred to me in the
last two days. It's the priority for continued dialog, such as
the one going on here. A dialog is necessary at the level of
trying to see, professionally, if we can sort out the various
alternatives that are being laid on people. When tusked Dale
Prediger about job families, he said there are about 20
schemes, and basically. one’s no better than any other.
' L] g "“- ,; e :.
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rrediger: It depends on intended use.

Jones: I have a feeling that those that are empirically
derived mnay have some major advantages over the others.
I feel the same thing about the use of abilities tests, or
needs assessinent or the career units now being produced
by non-profit research organizations and private groups.
Part of staff development may be the process of establish-
ing criteria. But [ don’t think our getting together here is
really helping program planners as professionals. I as-
sume, perhaps naively, that well-intentioned and capable
professionals can dialog and reach their own conclusions
as to which standards to apply to the things we perpetrate
and recommend to people. Sometimes we try to be “nice
guys” to others in the profession. We really don't come
out and say, “Hey, I think that approach has some major
problems.” We should, at least, make this explicit to those
people we are supposed to be training. Maybe this con-
structively critical aspect is covered in staff development,
but it’s a real frustration to me.

Gysbers: It's staff development for the staff developers.

Walz: It sounds to me like you're stressing greater evalua-
tion efforts. We have dissemination of ideas and prog-
rams, but we’re weak on evaluating them.

Jones: Yes, if you interpret evaluation along the lines of
dcing some basic or applied research on things that are
being built into career guidance. In the study we did, we
were astounded at how little evaluation had been done on
some of the strategies used in the schools. My hunch is
that a lot of the development going on is from the profit-
motive point of view.

Gysbers: Let me take a stab at another priority that builds
from what Brian is saying. It seems to me that there is a
need for small seminars in which people involved in staff
development and conceptualizing can share ideas. I think
there may be a priority for some organization-
-—government or state, or ERIC, or something of that
sort—to sponsor small seminars to enable people to do
more conceptualizing.

Moore: As a ~ounselor educator, I felt uncomfortable
today when I was confronted with the statement: *“What
are we doing for ourselves?.” If we're goiug to give atten-
tion to any kind of preservice and inservice staff de-
velopment, what are we going to develop? What are we
doing for our own counselor education profession? The
state department people are getting more done for coun-
selors than the counselor educators are. We need to in-
volve even more state department people and other lead-
ership personnel—which might include companies, re-
search organizations and others—in this area.

Prediger: I'd like to make a point with respect to inservice
education. When I was a counselor educator about ten
years ago in Ohio, we did very little with respect to what
we called career guidance; we were also doing very little
in our counselor education programs. Well, along came
the vocational educational people. They started conduct-
ing summer workshops in career guidance and involved
counselor education people fromn various institutions.
Now. finally, people are beginning to wonder what career
guidance is and want to get involved in it. We really need
an NDEA program that will enable us to retrain existing
counselors through institutes or summer workshops so
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that before they conduct a needs assessment or develop a
prograim, they know what the heck it is that they want to
look at out there—what career guidance or life career
planning are all about.

Walz: We've spoken to the fact that we would like to see
counselors get training in needs assessinent and we've
suggested ways of developing programs that undertake
needs assessment. We've spoken to the need for greater
delineation and specification as to what has worth. We've
suggested that we need seminars to deal with conceptual
ideas and translate them into practices and programs.
Dale has spoken to the need for retraining counselors. Are
there other specific priorities anybody wants to share?

Moore: A number of things have arrived, but they haven't
been interrelated yet. Career guidance is here.
Competency-based certification and competency-based
certification and competency-based programs are also
here. The career guidance thrust has to be combined with
the competency-based thrust in both teacher education
and counselor education. Competency-based guidance
and counseling of the 50’s will not be appropriate for
career guuidance of the 70’s.

Gysbers: To add a point to that—the word “competency’’
was used, and a series of competency stand~~ds were
established in the late 40’s and early 50’s. Out ot tnat came
much of the course work for current counselor education.
I think the point Earl is making, if I may interpret for a
moment, is that we don’t want to go back to that. It was a
good move at the time; it accomplished a lot. But now
when we talk about competencies, we've got to look
ahead to tomorrow ratherthan retread a lot of old ground.

Pritchard: Referring to what both Earl and Norm said, it's
been my observation over many vears that there is a great
gap between current thinking about guidance and actual
prevalent practice. I've long held that a major reason for
this, apart from what we've already said here, is the lack of
a technology or instrumentation for guidance that is in
tune with the image or concept of guidance we want to
advance. The technology that’s readily available out there
in the schools, the employment services, or w herever you
look, is the technology that, basically, came with the
perceptions of guidance developed during the 1930°s and
1940’s. What is needed is a concurrent, consistent, and
compatible development of new technololgy. ACT is
doing some of this, as are AIR and ETS; that's
good—that’s the kind of thing I mean. But we've got to
provide a new technology.

Moore: | am concerned about the way evaluation of gui-
dance objectives takes place in our school systems. We
need to relate counselor competency to our product
evaluation. This relates to the technology Dave was talk-
irg about as well as to the personalization aspect. We're
behind in measuring the career guidance objectives;
we're behind in creating a counselor educati n technol-
ngy.

Walz: As a concluding point, then, what do you see as the
major obstacles or problems that confront us, that keep us
from inoving toward the kind of image we've described?

Fo.‘er: Two things . . . as Normsaid, counseloreducation
is moving from the competency-based form of the 40's
and 50’s to what we have now. But I'm fearful that what
we have now is almost a conglomeration of nothing. I'm
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disturbed when I get calls from new counselors who say,
“Would you come out and help me get a program started?
I don’t know how.”” And I get responses from counselors,
«sho say, “Would you keep sending vour supervisors out?
They did more for me in one day than all iny counselor
education courses did.” This is a disturbing thing; so |
think one of the things we must do is to examnine the
counselor education program and look at the gaps. Also,
we need to provide good information so that counselors
can utilize it at the local level.

Maoore: One of my concerns is that with all the emphasis
on career guidance, the counselor’s functions and re-
sponsibilities will be watered down. Rather than building
a career ladder, we start fractionating and creating sepa-
rate specialities. Instead of moving toward better training
and better people, we add pieces and bits; we try to plug
up holes rather than improve our basic level of perfor-
mance. This is a real danger. I think we need to attend to
this very seriously in terms of counselor training, espe-
cially preservice training. We need to attract better peo-
ple. In order to get better people, we need to examine
alternatives to the current focus of counselor education.

Buckingham: One of my concerns in counselor education
involves placement as an extension of guidance services.
The people I've talked to here want to know what kinds of
services their people should be getting—how do you in-
volve future training institutions? How do you involve
counselor educators? I feel there needs to be a bridge from
the counselor education institutions to the people who
are going to propose, plan or promote guidance and
placement activities. This includes not only college train-
ing but training for employment.

Prediger: I don’t know how much sense this makes, but
think one of our problems is thinking big bt being afraid
to start small. I keep coming back to the analogy that the
Wright brothers didn’t build the Boeing 707, nor did
Henry FFord start off with a Torino. I get the feeling that
counselors out there here all these grand plans and think,
"That's great,"” but they're overwhelmed; often they don't
even have time to doscheduling. It's a matter of shifting
priorities. yes, putting your marbles someplace else; hut
maybe we ought to devise a model for counselors to ““start
small." I liked Earl's idea of five levels. But let’s not try to
start at level 5, for goodness sake, if you're not even at
level 1. We need to give counselors some way to get going
and then let them build an that. T think that’s the best
strategy.

Pritchard: L agree in a qualified way. The Wright brothers
and Henry Ford did have a vision.
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Prediger: You have to have a vision, but don’t overwhelm
people with it.

Gysbers: I'd like to come at it from a different perspective.
1 think, along with all these other things, that we need a
clear, national priority for career guidance. This should
include legislation that would provide for leadership at
decision-making levels, in the US Office of Education and
in all state departments of education. This may be an
impossible dream at this point, but we must work in this
direction until we can stimulate some nandates in state
plansof action. This was done, for example, in Tennessee,
where they said, ‘“There shall be a counselor/pupil ration
of 1 to 200.” Until we get some mandates from the states,
we're not 2oing to see changes in the school’s climate or
in the school’s ad ministrative structure. I'm not suggest-
ing that this alone will accomplish the job, but it should
go hand in hand with all the other things we’ve been
discussing.

Powell: Based on what I've heard at this conference, some
of the barriers we might encounter would result basically
from the lack of crystallized concept of what we're talking
about and dealing with in career guidance. We have to
alter and refine the counselior role at the local level; thus,
the concept of that role must be very clear to start with. I
don't have anv grand ideas or schemes for doing it, but I
suppose we could legislate it.

Pritchard: We're going to have to crystallize a line of
thought; and we’re going to have to sell it by using - !l the
resources we have, from professional associations tu gov-
ernmental agencies to what have you. But we can’t sell
semething we haven’t crystallized.

Jones: We have to produce evidence that we're delivering
on current, relevant pro.aises. By relevant or appropriate,
I mean appropriate to the career needs of youth. We need
evidence that we’re delivering in terms of specified out-
comes related to those needs and in terms of unantici-
pated side effects. I'd summarize it with that.

Walz: I'd like to make a final comment. I feel a sense of
historical perspective in what we're doing in this way:
two things are vital if the kind of program or goal division
we're seeking is going tobe implented. One is the need for
a breadth of conceptual and consensual support that will
empower the program to resist faddish demands or smal-
ler kinds of emphases. Second, discussions centering on
life career development as an appropriate goal are very
necessary. Until that philosphy has conceptual as well as
consensual support, I think we'll see faddish kinds of
changes coming in each year and becoming new
priorities for that year—urgency rather than need fre-
quently becomes an operational priority. Maybe through
this kind of dialog and discussion, speaking to the excel-
lence that Brian tas referred to, we will, for the first time
in education, be al:le to establish goals and needs that
possess continuing import. .
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It is a pleasure for me to address the subject of the use of
community resources. [ am a firm believer 1n the value of
the utilization of outside resources and do not believe that
we can afford the luxury of failing to adequately utilize
every resource available to us.

In a sense, I am something of an outsider lovking in on
the school system. My formal education is in Social Work,
my professional work experience in Public Welfare. On
the other hand. I spent approximately three years work-
ing at a state training school for delinquent boys and saw
first hand, from the records accumulated on those chil-
dren. the vast extent of those kid's failures in school.
Detailed reading of these case records frequently revealed
that the child’s problems were first evident early in his
school experience.

Somewhat later, in conjunction with a field placement
through the school of social work, I served as a visiting
counselor in the Oklahoma City schools. Later, while
working in juvenile parole services, | managed to squeeze
into some high schools, junior highs and grade schools,
initiating some group work services in a preventive vein.
Then for two years I served as the technical director of a
school-related project, working closely with educators
from the State Department of Education in several local
school districts.

I'm convinced that the most fruitful access route to
youngsters with problems is through the loca! schools.
I'm not promoting basic changes in the structure or con-
tent of our educational systems—although others have
proposed that—what I am talking about is change, a re-
direction of effort, in the role of school counseling and
guidance staff. I think there's a better way for the staff to
accomplish their objectives.

So, if I'm an outsider, I'm a sympathetic one. And
sometimes an outside perspective can help people take a
better look at themselves.

In Public Welfare we have caseworkers—Ilots of
caseworkers. For 30 years we have worked on a one-to-
one basis. trying to change people, trying to help them
cope with their environment. About the time one client
would be helped, another would take his place. Many
were uot, and are not now being, helped. {Caseloads
boom.) Larger caseloads justify more staff.

Basically, we in Public Welfare continue to work on a
one-to-one basis and basically, we have failed. Witness
the turmoil over Federal Law and Social Services Regula-
tions over the past year and a half. The public and their
Congressional representatives wonder what we're doing.
Oh sure, we have some group work and some community
planning and other good things going on, but even in
group efforts, we tend to louk at individual change and
“progress.” And all these workers are our staff. We work
with our caseloads and justify our jobs by the “progress™
we make with these people. Now 1 would be the last
person to knock casework, or be critical of agencies that
add staff to provide these services. There is admittedly a
need for these casework services. But there can never be
enough professional staff in any agency to provide one-
to-une services to everyone needing counseling services.

School guidance and counseling departments operate
pretty much the same way as Public Welfare does
Caseloads grow during the year and students begin find-
ing themselves on waiting lists. The kids the counselors
like may continue receiving services even when services

.

are no longer needed. Unless the school system adds
additional staff, many students remain on waiting lists or
receive only superficial assistance. All of this is under-
standable when you louk at the budgets for guidance and
counseling programs and at the number of schools to be
covered. There are simply not enough funds or staff to go
around. In Oklahoma, for example, elementary coun-
selors are responsible for serving from three to five
schools; and in most instances, schools have no access to
an elementary counselor through the school system,
which leads to my topic, Out-of-School Resources: Utili-
zation, Development and Coordination.

Utilization of Out-of-School Resources

A very legitimate question to pose might be, “Why use
out-of-school resources at all?”’ Why not simply expand
in-school programs to meet the need? Enlarge school
counseling staff, so that kids can get the services they
need from school personnel

Well, from my admittedly limited knowledge, I think
there are some very sound reasons why those proposals
are not practicable. First are money and competition
within the school system. The highest priority in any
school system has to be the availability of quality teachers
and more adequate pay for them. Most schools with funds
available for staff will tenr. to look first at the desirability
of hiring another teachei. Facilities also demand a high
position in priority scale, and there are ongoing opera-
tional expenses. Second, {(and this is certainly related to
competition for money) is a general community resis-
tance to increasing funds. Finally, school counseling
programs, like counseling programs in Public Welfare,
are frequently challenged as to their effectiveness in
terms of future adjustments of the student or client. We
have a difficult time measuring success.

In spite of reasons for using out-of-school resources,
such v«2 may be seen by one’s own staff as a result of a
deficiency in their agency. Staff ask, “Why can’t we pro-
vide this service adequately through our own agency?"”
Using the resources of other groups and agencies in a
community may be seen as a last-resort situation.

I think we have to change that mentality, because I
would like to assume the position that use of outside
resources is the method of choice. My reasons . . .1 be-
lieve that the use of outside resources is of benefit to the
referring agency—in this case the school. I believe that
the use of outside resources is of benefit to the student.
And, I believe that a policy promoting the use of outside
resources is of benefit to the coummunity at large.

The School

When a school is able to tap community resources to
meet the needs of its students, there is an attendant reduc-
tion in the need for expanded school staff and expenses
related to that expansion. This allows for fund expendi-
tures on other priority functions within the school sys-
tem,

Utilizing community resources, in effect, brings "new
blood™ into daily contact with the schiool system. There
are many competent, professional, semi-professional and
lay persons in our commuaities who can bring new and
inuovative ideas and approaches to their local schools.
Al highly bureaucratized organizations tend toward a
closed system and resist outside influence. Resisting
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these influences is ignoring reality, and how can we hope
to meet the needs of students when the educational sys-
tem is perceived by thein to be only partially real? The
feedback and stimulation given to schools through the
use of outside resources is a valuable source of ideas,
information and evaluative data

(I'in not here just pointing my finger at the schools, for
Public Welfare Departments, Health Departments, State
Employment Services, etc., all tend to become closed
systems, protecting themselves from outside static.)

Public Relations and Communication

The school further benefits from the use of outside
resources by virtue of the fact that such outside contact
makes others aware of the problem with which you deal
daily: reading deficiencies, behavioral problems, career
planning, job placement, vocational education. There is
no better way to secure a person’s support (moral and
otherwise) than to ask his help in solving a problein. By
using hiin or his agency as a resource. you make him
aware of the school’s problein, and he has the opportunity
to clarify any misunderstandings he may have about the
school. In short, you and he will communicate.

There is another side to this point. When you initiate
contacts with outside resources, you discover the in-
tricacies of other agencies’ policies. You find out who can
receive which services and under what circumstances.
You gain a healthy respect for the other bureaucracy and
its shortcomings as well as a greater appreciation of what
they are trying to do. Through interaction with them, you
discover how you can better use them as a resource. One
of the biggest payoffs in the use of out-of-school resources
is that once you and they understand each other’s prog-
ram and objectives, you are both in a better position to
articu'ate services that are needed, but not available. And
it is in this area that expansion of staff and program
should occur in both the school and the larger cominun-
ity.
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The Student

The student. hopefullv. is the person who 1.ceives the
primary benefit from the use of out-of-school resources.
Students have a variety of needs. and only the naive
would expect that an individual counselor could effec.-
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tively meet the needs of all students. Health, family or
personal problems may build barriers to a successful
counseling relationship. Perhaps. as we often hear, the
student just doesn’t like the school counselor (or vice
versa). With a broad range of individual needs possible,
the student deserves access to the most suitable of availa-
ble resvurces. One of the more obvious benefits of having
the counselor refer the student to a community resource is
more rapid access to services. The counselor can “shop
around” various resources using a telephone until he
finds an agency that can provide appropriate services to
the student. Waiting-list time need not be a factor in
service provision. If a waiting list is inevitable, the coun-
selor can frequently reduce the student’s waiting-list time
by assuining a role of aggressive advocacy.

The student benefits in another way. Through exposure
to community services by a referral to a specialist in
another agency, a student learns that coininunity services
are available to him later on. If he is having problems now,
is it not likely that he might also experience problems in
the future? Why not. as part of the educational process,
teach him how to use the services that are available to him
and his family in the community?

Fina"'* . in relation to how a student benefits from the
schoo' f ouside resources, it seems critical to me for
toda, » .ou' to sense that the community at large is
conce - fle stkids. Our country and communities are
experien .., ayiug times, and young people feel the
frustration keenly. We don't need bickering between staff
members or agencies! We need to mobilize community
concern and efforts to deinonstrate to kids that we care
about what happens to them. To an extent, this can be
accomplished by helping students find their way to other
service resources. The student can then see that trust and
cooperation between public insititutions is possible,
knowing that he has benefited as a result of it.

The Community

In addition to the school and student benefiting from
the use of outside reso'irces, the coinmunity itself is a
beneficiary.

Monetariiy, each community, in whole or in part, funds
its private and public service agencies. The community
has the right to expect these organizations to draw on
every expert opinion available in order to inake the inost
efficient use of community funds. When this happens. the
community is able to allot funds to other needed ac-
tivities.

When the schools open up to the community, they give
individual iembers of that community an opportunity
for involvement in the local school. Given this opportun-
ity. individuals and groups inay profit from contributing
their efforts in the school—as volunteers. perhaps. The
result of this involvement in the school is a greater aware-
ness and understanding of one of the basic institutions of
the community. and the community benefits when its
individual members contribute to these basic institu-
tions.

A “sense of community’ may also be a result of agen-
cies using one another as resources. Because its con-
stituent parts are functioning in harmony, the community
develops a sense of interrelatedness and sharing of
mutual benefits. We have all lived in towas and cities
where such da feeling was present and we have all lived in
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places whete it was abseat. Many communities speak
freely of o “civie pnde,” which truly exists, while the
term is never heard i other communities (save at the
Fourth of July picnic.)

Perhaps this biiet dissertation on why schools, or any
uther agencies, should make use of other cominuuity re-
sources sounds rather obvious or elementary. The point |
wish to make is that there are extensive ramifications to
st a sunple concept. My experience with a two-year
project in Oklahoma suggests strongly—to me, at least-
- that school-based personnel, acting as service coor-
dinators o1 advocates for students, can, in fact, produce
many of the benefits F've mentioned. In most instances it
was a matter of just one person who, in seeking out ser-
vices fur kids, drastically shook up the patterns of interac-
tion ainong many systems within the community.,

The Project

The project to which I refer was called *“Community
Services Coordination in Elementary Schools™ and was
funded through the Youth Development and Delin-
quency Prevention Administration in HEW. Most of what
I've learned about schools, communities and the effects of
inter-agency coordination is a result of that project. The
results of that relatively insignificant project far exceed
the greatest expectations of those planning it.

What we did was place a B.A. level social worker from
the Oklahoma Department of Institutions, Social and Re-
habilitative Services (Welfare Departinent) in four
elementary schools in widely separated areas of the state.
Our target group was every child fromn kindergarten to
third grade in the four schools. The State Departments ¢f
Education and Mental Health cooperated in both the
planning and implementation of the project, and each of
those state agencies provided a part-time consultant to
the project.

The social worker was called a Service Coordinator and
was the “leg man” in a referral process. Teachers iden-
tified children with some identifiable problems, and after
screening of the referral by a service committee at the
school, the coordinator acted on the recommendations of
the committee. If counseling was recommended, the
coordinator rounded up a counseling resource; if health
problems were evident, he secured medical attention.
Follow-up was accomplished in two to three months,
{Actually, I've left out one very important step. Before
referral to a community resource was effected, the coor-
dinator contacted the child’s parents to make them aware
of the problem and to enlist their support in doing <= me-
thing about it. If the parent refused the offer of heip, no
further action was taken.)

During the first year of the project about 20% of the
children in the target group were referred to the coor-
dinator: by the end of the second year, the referral rate was
up to 33%.

Based on the best measures (and sometimes, admit-
tedly, on educated guesses) we apparently achieved most
of the stated goals and objectives of the project, including.
an apparent, significant reduction in delinquency poten-
tial of + Inldsen referred, greater teacher awareness of the
problems children experience, expanded use of commun-
ity resources, both by the coordimator and teachers them-
selves, greater neighborhood involvement mn the school:
expanded use of outside consultants in the school.

More concretely, some of the things we did included:

.
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1. A “Teacher's Worry Clinic™ in which a psychologist
from alocal agency met monthly with teachers to discuss
thildren causing the teachers concern,

2. A tutoring program utilizing volunteers from a
thurch 1 the community, VISTA workers, and Future
Teachers of America club members.

3. A Big Brother-Big Sister type program involving
volunteers fiom a local university.

4. Five different counseling groups, four for students
and une for parents. One of these was conducted by the
school’s regular visiting counselor, two by social workers
from a private agency. one by school personnel not nor-
mally engaged in gtoup work, and one by a psychologist
from a state agency.

5. A Community Club, a group of interested citizens,
who involved themselves in the school’s program. They
sponsored activities at the school, provided munpower
for constructing an educational aids rooin, and bought
playground equipment.

6. Local civic clubs provided funds for workbooks for
students who needed them.

7. A School of Nursing assigned senior year students to
a school as a field placement.

8. Consultation on dyslexia was provided to school staff
by a university-affiliated specialist.

9. A 4-H Club program was introduced into a school,
providing a constructive experience for the boys and
girls.

10. Documentation of the need by means of referrals toa
coordinator convinced a local school board to employ a
learning disabilities teacher and a paraprofessional for
in-school tutoring.

These programs represented dramatic changes among
the school, neighborhood, and community resource
systems—tor either entirely new programs emerged, or
systems were required to change in order to accomodate
existing community services, which were new to their
structure.

unmeasured, but nonetheless evident, was the fact that
many available services became more availuble by virtue
of the coordinators’ advocacy on behalf of referred chil-
dren. “Waiting-list” time was reduced, red tape problems
were minimized. and routine follow-up requirements in-
sured that agencies would be asked to explain failure to
execute agreed-upon service plans,

I was recently asked, “What size caseloads did the
coordinators carry?” Well, they didn’t have caseloads.
They took areferral and *went with it,” until they found a
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resource \We operated on the assumption that adequate
resources existed—either in the form of an organized
agency or group. or in a dormant state. waiting to be
developed.

service coordinators did not counsel. If counseling was
called for, it was arranged. Not having to meet the de-
mands of a full-time counseling caseload. they had the
time to help mobilize community resources. and develop
services to fill gaps in available services.

We found that the key to the whole process of utilizing
community resources was the teacher's referral of a child
with a problem, any problen. Given a sound referral from
the teacher, it was fairly evident what was needed. If the
teacher saw the problem at school. generally the parent
was well aware of it and was willing to cooperate.

If there was a secondary key, it was a coordinator who
worked effectively with adults. That's right, adults, not
children. In the advocate or coordinating role. :he coor-
dinator required skills that were related to working with
agency representatives, college students, teachers, or
civic groups. Obviously it was helpful when the coor-
dinator worked well with both children and adults, but
the critical ski.. was being able to meet with adults who
could arrange for or provide services.

What generally happened was that coordinators found,
within an agency, one or more individuals with whom
they could discuss problem referrals and explore ways to
obtain services. Occasionally. it was possible to arrange
for the service provider to come to the school to adminis-
ter those services.

Development of Community Resources

The business of tapping community resources inevita-
bly resulted in running up some blind alleys. Sometimes
it simply was not evident where or who the resource was.
At this point. coordinators did one or more of three
things: First. they tried to utilize alternative resources
which could impinge on the problem, if not deal with it
directly. For example. maybe the service committee
would recommend psychiatric treatinent for a child when
there was no such resource within 100 miles. As an alter-
native. the coordinator would try to arrange involvement
with a big brother or big sister. a group activity such as
Camp ¥ire Girls, or mavbe a tutoring progtam. While
these wctivities would not deal directly with the underly-
l-"‘"' VA 3 M0 R
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ing problem, they might help the child to cope with {
more inmediate needs. Second, the coordmators nught
contact the state office for possible use of other statewide
resources. In the above example. it might be possible to
secure help through the project consultant assigned from
the State Department of Mental Health. Or. third, they
might develop a new resource. Again. the key here was
the teacher’s referrals.

While the primary focus of our school project was to
secure services for kids, we soon found that a natural
by-product of the referral process was that coordinators
becane knowledgable of available services and of gaps in
services. It's one thing to discover a gap on paper, and
quite another to find it because you've got a kid who
needs a service.

If one wanted to focus on the development of resources
to fill gaps in services, the best place to begin would be
with a kid with a problem. The referral process is a
medium for developing necessary skills and knowledge
for resource development.

Through chasing down a possible resource, you come
in contact with agencies and persons interested in related
services. You find out about sources of funds and policy
matters, and you discover sources of manpower. You also
learn if and where opposition exists and why.

After a week's worth of hard leg work, one of our coor-
dinators would be extremely knowledgable about a par-
ticular service need, and thus, in a position to develop a
strategy for organizing support for a service.

When our service coordinators did encounter opposi-
tion to a needed service, it was generally in the form of
apathy—someone sitting behind a desk with no inclina-
tion to change a policy or procedure. It was in these kinds
of situations that a strong advocacy role showed positive
results. A coordinator could ask: ““Well, if you can't
change this policy, who may I talk to who can?”

The coordinator had the time to sit outside an office all
morning or afternoon in order to wait for an interview.
Backed up by teachers’ referrals documenting the need,
the coordinator had valuable ammunition for support of
his position. Prior contact with other community re-
sources enabled the coordinator to explain why the ser-
vice was not available elsewhere.

I den’t want to overemphasize the things coordinators
could do in the face of opposition. Because in fact, most
agencies and groups were very receptive to ideas that
could help them extend their services to kids needing
help. All we usually had to do was ask.

When [ wrote up the final report on that project, I went
through copies of all the referrals we'd received over two
years, and without listing duplicate contacts or similar
agencies in different communities, I listed two pages of
agencies and other resources contacted by coordinators.
We asked a lot of folks for help.

Coordination of Services

In a power relationship, where one agency exerts a
strong infiuence over another. the weaker party can
thwart that influence by a passive. hostile resistance to
the wishes of the stronger party. It's like the
supervisot -supervisee relationship; the ‘visor can force a
certain compliance, but the ‘visce can effectively under-
mine the objective of any directive he wishes. sometimes
blatantly,
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FHective coordimation of services requires a wilhing
cooperation—a recognition of mutual benefit. And for
progirams involving state agencies, that willing coopera-
tion must begin at the sta.e level.

I'm not sure just what it takes to get that cooperation.
There is so much involved. comipetition for legislative
approprigtions, political subtleties, personality factors,
federal priorities, time of the year. But I do know what it
touk in Oklahoma for our little school project.

Iirst, it took a two-yedr, statewide study of youth prob-
leiis That was done by a delinquency planning unit in
my agendy, funded by a YODPA grant. It took a hard look
at vouth problems, beginning at the pre-school level and
tontinuing to the young adult. It iooked at delinquency as
« problem requiring a continuum of services over an ex-
tended period of time—from potential delinquency
through the need for change in institutional care and
parole. That study was called **Youth in Trouble—A
Shared Concern,” and the members of the state council
that directed the study included representatives of in-
fluential state agencies.

So there was a comprehensive. cooperative statewide
plan, based on a sound study. Then there was a child
psyihiatrist, ¢ planner, and a state superintendent of
pulic instruction who talked to one another. There was
alsv a state agency which agreed to be thelead agency and
obligate staff, some congenial consultants, and the solid
support of federal offic; ls.

Then, if I'n1 properly informed. there was a rush tele-
phone call from one of those feds. He had to have a
decision right then on which of a couple of programs we
wanted funded—we couldn’t have them all. And some-
one told him the wrongone! I hope itdoesn’t take so much
luck to secure this coordination when agencies know
what they want. But I think it does require a fairly com-
prehensive plan or philosophy; and I'm afraid close per-
sonal relationships between key persons is essential.
Coordination and cooperation require each party to de-
limit his prerogatives. Before powerful people will will-
ingly do that, they must trust each other.

We had written commitments from thestate directors of
mental health, of public instruction, and institutions, so-
tial, and rehabilitative services to cooperate in our pro-
ject. We also had their personal commitment. My agency
provided a full-time staff to implement the program. and
the other agencies provided consultants. who spent one-
tenth of their time on the project.

We involved local school systems in the implementa-
ton. asking thein to select specific schools, and insisting
that the lotal principal approve our seleetion of the coor-
dinator. The educational consultant and I visited each
sthool. Only school systems that wanted the program
were considered for final selection.

On the local scene. we coordinated services at several
levels, We found that, frequently, in-school coordination
had been meftective. For example, a chald was refered by
¢ teacher to the school psychologist before our project
began. From the teacher’s viewpoint, no hing had hap-
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pened. The next year, another teacher referred the saume
child to the service coordinator.

When the coordinator pulled the student’s cumulative
record, she found the previous year's referral and an ex-
tensive psychological and medical work-up. It had been
recommended that the child be placed on a half-day
school schedule and treated on an out-patient basis at a
local psychiatric clinic, or if this did not produce the
expected results, in-patient care was recommended.

Apparently no one had assumed responsibility for pur-
suing these recommendations, and the teacher had not
even been informed of the report. Our coordinator con-
tacted the child’s teachers, psychologist and family and
began implementing the reconmendations—a full year
late. With our help, the teacher, principal and other in-
volved staff received written reports of the disposition of
referrals as well as copies of follow-up reports. Addition-
ally, the coordinator was officed in the <chool and thus,
was immediately available for verbal discussions.

You know, agency personnel managers should be
thankful that they don't lose inore field workers as a result
of “death-by-trampling” under the feet of other social
workers, public herlth nurses, visiting counselors, court
workers, attendance counselors, aftercare workers, vol-
unteers and rehabilitation counselors. We all work with
the same people, and the traffic in and out of their homes
is considerable. Yet, seldom does the right hand know
what the left hand is doing. This is not effective use of
comnmunity resources, so we tried to find out which agen-
cies were involved with the student and family and in
what capacity. We didn’t try to ramrod, or direct anything
like a massive “‘team effort” (although that might notbe a
bad concept); what we tried to do was to encourage the
various agencies to communicate with one another in
relation to the family.

Questions of violation of confidentiality inevitably
arise in these situations and they should. No one should
reveal confidential information without the client's per-
missicn. and even where it is not illegal, established
agencies should not casually release information to each
other. But helping professionals can obtain signed re-
leases. request specific information from other agencies,
and guarantee confidential treatment of the information
in writing. Coordination is possible if someone has the
time t-: work for it.

The Coordinator’s Goal

In conclusion, what I've comne to see through our pro-
ject is the far reaching impact one person can have by
following a relatively simple referral process. Freed from
performing administrative and clerical chores (and given
a transportation atllowance). a counselor can mobilize
conununity resources so more students can receive better
services.

Fll close with the postulate that the epitome of success
would be when the coordinator could arrange fora volun-
teer. clergy man. or other community worker to come into
the school—and do the job for him!
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Selecting Resources and Materials:
Like Fine Wine

by Garry R. Walz

As | was researching this talk on selecting areer re-
sources and materials. | found that, again and again, au-
thors use a vintage wine analogy in dis.ussing the sub-
ject. Are today’s career resources old wine in new bottles?
Or do we really have new wine in old bottles? | was
curious as to why this analogy appeared with such fre-
quency. My first inference was that maybe career re-
sources drive people to drink. The more Lthought about it,
the mere [ felt this idea to be on target, considering the
enormity of the task of selecting resources. I actually do
see some similarity between the process counselors go
through. in trying tc identify which resources are availa-
ble and which of these may be particularly appropriate for
a given program.

First, if you want to select a special wine, you need to
consider a variety of wines and their special characteris-
tics. The choice is a function of personal taste. When
gourmets select a wine they consider not just the wine but
the menu—the dassociated range of foods «nd
experiences—as you, in selecting career resources, eon-
sider the resource not just by itself but in relation to what
you have in mind fo1 your particular program. And, of
course, anyone making a selection must consider cost,

As career specialists we must be connoisseurs of career
resources. We must bring to the task of choosing materials
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the sort of elan and discrimination involved in wine test-
ing. The process the skilled wine selector uses is analog-
ous to the task confronting us, fora good wine tester uses a
threefold process of decision-making.

Firsthe judges the ap pearance of the wine. He may hold
a filled wine glass to the light of a candle, v, observe the
wine under special lighting conditions. Similarly, a
counselor in looking at a career resource, secks an overall
impression and, in closer scrutiny of details, looks for
clarity. As with some wines, looking through the glass is
indeed a dark experience—some of our career resources
are very cloudy. The second test of a wine is its bouguet.
The connoisseur swirls the wine in the glass to release its
aroma and effervescence, to experience it more fully. A
counselor goes through a similar step —using and getting
involved in career development materials. making dis-
criminations among them. The third aspuect of the selec-
tion proce s is taste Thecounselor tries out the resources
with students tosee if they arein line with program goals.

Building on this provess. let us consider how we can
become connoisseurs of career resources. Sometimes we
are more enamored with the grand design of o career
prograin than with developing the resources we'll need to
deliver that design, and invariably the toughest part ¢
any prograin is developing resources. We should never
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demgrate the inipact of the program developer. 1 he suc-
ceess of programs often hinges on une person’s ability to
scratmble, integrate, coax or bulldoze programs
through  to make them go Both the program developer’s
choice of resources and his personal contribution to
capitalize on the resources are crucial. These lead to the
experiences that deterinine outcomss for students. What
are the resources and experiences that lead to the kind of
outcomes vou have in mind?

I would like to share with you some of the criteria |
think are important in making career resource selections
and then to end with a few choices which my vantage
point as an BERIC director has led me to prefer. They may
actas catalysts for you in developing criteria for selection;
clearly defined caite ria are prerequisite to choosing either
a wine or a viable resource.

Part of my rationale for developing criteria is that many
hitherto untapped resources can be uncovered if explicit
requirements are first established. If you have unlimited
funds, you can probably find something better. But I still
have a sort of Depression-worn attitude that encourages
resourcefulness and making good with what you have-
—being creative and successful with what is available.

My first criterion for judging a career resource is
simplicity. In iny judgment material is suspect if it is not
readily understandable. Many intricate, detailed prog-
rams come through our ERIC clearinghouse; when we
tollow them up later to see if they proved responsive to
the community. the staffs involved or the students, we
frequently find that the program disappeared along with
its originator. The idea that was bought was not
thoroughly understandable and, therefore, never
materialized. In examining a career resource, question
whether you cau readily understand it. Can you explain
how it works?

My second criterion is process reinforcement. A critical
aspect of a career developinent prograin is the process the
student goes through to achieve desired outcomnes, The
participant’s attitude in the learning experience fosters or
hinders learning during that experience and affects his or
her views on subsequent career education opportunities.
Many of us have encountered individuals who went
through career education programs and received impres-
sive amounts of inforniation but did not find the experi-
ence intrinsically rewarding or satisfying. Career de-
velopment and career education were not a high in their
lives, but a putdown; they had only minimal motivation
and desire to become involved in the program. I can point
to a number of schools and systems where this has hap-
pened because there was not enough process reinforce-
ment as individuals progressed through programs.

Coleman, in his research on what makes the difference
in a person’s being able to learn and to cope. found that
the extent to which an individual felt he was controlling
his destiny, managing his learning—his sense of
agency--contributed positively to the success of the ex-
perience. In developing career resources we must con-
sider the extent to which they leave an individual with
the feeling that he has been doing something important.
exciting and involving. You can judge the process rein-
forcement of resources by evaluating the amount of par-
ticipatory learning theyv provide as compared with
information-giving, Many resources have high informa-

tion content but offer little opportunity for participation
and decision making. Some are so well organized that
students going through the programs do not need to make
a single decision on theirown, all decisions are arranged
neatly and perfectly before them. The process itself fails
to reinforce the desired behavioral outcomes.

The third criterion we have found important in the
review of material at ERIC is the opportunity for
“significant other” involvement. Do the resources pro-
vide for the inclusion of people influential in the de-
velopment of attitudes and behaviors? Resources are out-
standing to the extent that they bring together a variety of
significant others—parents, friends teachers and com-
munity members. Others are encapsulating, with little
opportunity for planned input from other sources and
other people. The fourth criterion is life development

rationale. Career resources have come a long way from the
original materials. They were choice- and price-oriented
with the underlying assumption that the person pre-
sented with career information would make a fairly im-
mediate choice, frequently under pressure, because that
was the time the decision needed to be made. Today we
have a greater appreciation for developmental ap-
proaches, such as the idea of developing competencies.
We look for career resources that approach career de-
velopment as part of total personal development, with
career and personal elements closely interrelated.

My fifth criterion is customization and implementa-
tion. To what extent do career resources lend themselves
to local use? It is increasingly difficult for systems to
adopt large, well-organized programs; such programs
necessitate oper ting by their own rules rather than by the
rules of the local adopting insitution. Schemes to develop
massive national curriculums, which were supposed to
change subject matter in various fields, have been
blocked because of problems encountered in trying to
design course content that can be adopted in toto. Serious
local problems have frequently prevented such use.
Given where we are in many systems today, it is iinpor-
tant for resources to lend themselves to tailoring, to indi-
vidualized utilization. Design must be {.exible enough to
allow for manipulation.

My sixth and final criterion for assessing career mater-
ial is the extent to which a resource provides feedfore.
Evaluation programs must focus not simply on iooking
backward but on how we will deal with future conditions.
We do not face generation gaps anymore. we face era
gaps. Look at the difference between a freshman and
senior class. In a world of change like this. in a time of
future shock, even a few vears can make dramatic differ-
ences in an individual's experiences. To make adjust-
ments in a career program we need feedfore—a more
concurrent kind of input than we needed in the past when
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conditions were stable and we had the luxury of relying
on the same research results for several years. In rescarch
studies today we experience enough change in the situa-
tion in which the learning occurred and in the nature ot
the peuple for whomn the learning was intended that
generalizations from the investigations become risky.
tentative, short-lived  Career resources must pertain to
conditions that are to be, rather than to conditions that
have: been.

So much for one person’s criteria, one person’s tasting
tips for choosing among available resources. How about
looking at some resources? What I would like to do now is
toshow you around miy wine cellar of preferred resources
and tell you why I think they are resources you should
know something about. Many of them may be old favo-
rites of yours; some of them may be rather new. But inany
case, these are ones vou may want to sample in making
your own final decisions.

I will begin with a few aperitifs. An apertif, as you
know. 1s a gastronomic device for making one appreciate
more what will come later. Some career resources are of
this nature. There is much discussion today about career
information for counselees or learners, but there has been
relatively little discussion about caieer resources for
counselors. Such resources serve the purpose of educat-
ing, renewing and informing counselors and educators,
making them more effective in their delivery of career
education.

About seven or eight years ago, Congress became

alarmed by numerous studies which showed that the
millions of dollars being spent in educational research
had little effect on educational practice.
An analysis of the situation revealed one of the problems:
this country had no effective way to disseminate informa-
tion of an educational nature. The sciences had extremely
weil-established national inforination systems, but edu-
cation did not. ERIC, the Educational Resources Informa-
tion Center clearinghouse system, was created in re-
sponse to this need. It has become the world's largest
educational information system, housing well over
100,000 documents.

Entirely federally funded. ERIC is a way of saying we
want to make information available to people so that
when faced with a problem, they can retrieve all the
information available, directly and a low cost. Two
clearinghouses are organized to be particularly respon-
sive to your needs in terms of career resources. The ERIC
Counseling and Personnel Services information center at
the University of Michigan has responsibility for proces-
sing, analyzing, and disseminating information in the
ai.a of career guidance. The center on Career Education
located at Northern Hlinois University has continuing
responsibility for adult, technical and vocational educa-
tion. In terms of the development and acquisition of usa-
ble resources. your best single resource is ERIC.

I say this because so many of the programs funded with
the goal of developing materials and resources are input
into ERIC. Ty pically, the generation of program materials
is5 50 prolific that no commerical publisher would want to
undertake the cost of reproducing them. Thinking in
terms of utilization strategies, if vou gave ERIC just ten
minutes a day. you would become an extremely know-
ledgeable person. All you would need to do is read the 50
to 100 or 200-word abstracts directly related to carcer
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guidance that are reported each month in Research in
Education. This procedure wouid keep you informed of
the most current resources available, f yvou wanted to set
up your own information utilization system, you vould
give your staff  pies of the abstracts of each monthly
journal. If everyu.,dy read them, it would have ¢ snowbal-
ling effect, building an enormous fund of information on
recent materials and their possible uses. A lotof you know
ERIC and talk about ERIC. but how many of your reqularly
read the abstracts in a planned, purposeful way for self
renewdl and self education? It takes very little time and is
an excellent practice.
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But even excellent resources are flawed become of the
nature of information systems. Probably the most basic
generalization people can make about them is that un-
analyzed information has relatively little impact. Simply
providing people with more basic information about ex-
periences or projects ., in many ways, not useful. If you
come to me and say, "We have a secondary career gui-
dance program, and we're interested in values dlarifics-
tion,” it won't be very helpful to vou if I say, “Well, here
are 100 documents ranging in length from ten to 200
pages that speak directly to that question.” I would be
giving you too much information and screenwork. 1 ex-
pect you would be more interested in some form of
analysis and selection that highlights those items with
particular meaning and utility. And you would want it to
be attractive and readable as well.

‘This is precisely the reasoning our ERIC clearinghouse
adopted in developing not another journal, but a
mdgazine, Impact, in which one of the major focuses has
been career development and guidance. It is intended for
those in the helping professions who are concerned with
vringing about change and innovation in individual and
institutional behavior. What we have tried to do in work
ing with people about the country is to transform stertle
information into concrete, usable knowledge you can in-
corporate into a program. Thus, ¢ second aperitif is
Impact magazine.

A third is o prospectus for o Life Carcer Development
System developed over the years by a number of people
who have worked on career development and career gui-
dance projects and programs in consuliation with
sthools, under federal grants, and so fourth. These people
got turned on about what they thought a carcer develop-
ment guidance program should be The prospectus was
not fimded by outside agencies but is the contribution of
the time and effort and 1esources of these people. It is the
result of an attempt to design and integrate o carcer de-
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velopment 3ystem adoptable in a wide variety of situa-
tions. We beheve it has impact ir. terms of learner be-
haviors, attitudes and feelings abeut their experiences. It
is another approach to life career development we are
very excited about, and those who share some of the goals
and interests of this systen are working with us on further
development.

A fourth aperitif relatively new on the scene is the
National Career Information Systein. Presently located in
APCA. it grew out of some of Frank Burnett's r.search.
Frank is here and will say 1 few words about it. { think it is
creative and innovative,; it is largely counselor controlled
with a lot of counseler input.
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Everybody is looking for a basic. sort o f re<ource. Three.
years ago Bob Taylor, airector of the Vocational and
Technical ERIC center at Ohio State, and 1 observed that
was no elemental handbook of guidauce methods was
available in the career area. If you were interested in
bringing about a certain result and wanted to know the
available resources in a given area, where would you get
definitive information? Under funding from the
Vocatior “YTechnical ceater at Ohio State, Michigan ard
Ohio State collaborated on the development of a resource
called. Carrer Guidance: A Handb .k of Methods
(Campbell, Walz, Miller and Kriger). It .. as an attempt to
survey all existing information systems and ;rocedures
and put them in a usable, easily retrievable form. Most of
the documents listed in this guide are available through
ERIC., so retrievability is not a problem. It is fairly elabo-
rate and inexpensive. There is, of course, no such thing as
a truly comprehensive guide that covers all re sources; we
can only approximate that. But this isa new attempt, and I
suggest it as a fifth aperitif. (I might add that although it
has been pubiished througk a private publisher, no profit
or gain accrues to any of the authors invnlved.)

One last aperitif is a product of National Vocational
Guidance Association funding and moti -ation. Cureer
Guidance Fura New Age, edited by lHenry Borow, is one
of the finest books in the field. Contributors include some
of the people most active in carcer development :ad

f’_. '}

career guidance around the country. Covering rationale,
resources and programs, the book is one of those refer-
ences you should have on your desk not more than an
arm'’s length away.

Enough aperitifs—Ilet us move now to some old but still
very exciting and essential resources. Some of these may
be very basic and familiar to you, but I like them because
they have certain characteristics that recommend them to
us. The **North Dakota Exemplary Project in Career Edu-
cation” is an exciting K-12 career education and de-
velopment program. It holds up well under scrutiny
against the criteria described before. It is a program that
does not make elaborate assumptions with regard to re-
sources and change. It is a stringent wine, but very full-
bodied.

Another book 1 would recommend is Career Guidance:
Practice and Perspectives written by a consorti»m of
people from the University of Missouri and Ohio Jtate
University. I am very impressed with the conceptualiza-
tion and delivery they have done on the career-
—conscious individual. It represents the most recent
crystalization and focusing of the thinking of people like
Norm Gysbers, Harry Drier and Earl Moore. It has a great
deal of adoptability and visibility in terms of available
caresr vesources.

The Mesa, Arizona program and the Comprehensive
Career Education Model that came out of Ohio State rep-
resent programs which show what can be done with a
comprehensive approach, a rigorous conceptual
rationale, and extensive resources. There are few prog-
;ans on which I have had such positive feeoback.
Whether you are in a po<ition to adopt these progr -.ns or
not, 1 think it is incumbent on you to sample, to look at
those that might be useful to you.

One of the resources we have particular interest in at
ERIC—because we keep getting additional information
and tryouts on it-—the ECES (Education and Career Explo-
ration System) information and tryouts on it—is the EC's
program. As you know, it came out of Don Supeer's origi-
idl conceptualizations while working with 1BM and
through imj;l+ 1entation in Genesee County, Michigan. It
had subsequer t tryouts elsewhere and some people have
added some of Carkhuff's training to it with remarkable
1esults. It is, I believe. the computer-assisted counseling
program with the greatest longevity. Second and third
generatic » materials are part of the program, some of
which are not computer based and which speak to prob-
.em solving and deciding. It is a wine you might want to
sample to learn about the contributions technology can
make to a program and some possible spinoffs that you
might use in your own program.

Well, our wine-tasting party is coming to an end. In
effect, by this speech. I am proposing the connoisseur of
wines as a model for the counselor connoisseur of re-
sources. Like the vintage me.ter, the counselor has
sp... ific goals in mind for his choices, knows the range of
resources from which to choose, and is creative ir blend-
ing what is available and worthy with new and experi-
mentai products. Effective career development coun-
selors have a cellaror stor-nonse of resources with known
capabililties that they can recommend to their clients
with assurance—aware of thosc that will serve forsipping
or ha.dy drinking, and knowledgable about the probably
outcomes each will produce.
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CAREER GUIDANCE:
NEW WIPE IN NEW SKINS

Developing and Using State-Level
Career Guidance Program Guides

by Norman C. Gysbers
Professor of Education
University of Missouri-Coluinbia

The theory and practice of career guidance in school
settings has underg-ne substantial changes during the
past two decades and the rate of change has accelerated
recently Increasingly, words like developmental, prog-
rammatic, individual needs, stucent goals and objertives,
evaluation and mainstream are being used to expand and
extend traditional career guidance conceptions. Tradi-
tional career guidance processes and resources such as
counseling, testing and occupatiynal and eduzational in-
formation. along with new and emerging processes and
resources, are now being seen in the context of com-
prehensive. developmental career guidance programs
rather than as isolated elements to be used only at specific
crises or choice points in the lives of individuals.

The developmental, programmatic perspective does
not deemphasize the importance of working with specific
educational, personal-social and accupational concerns
at specific points during a persoiss life, however. On the

ontrary, the developmental, programmatic .perspective
places these concerns in the context of total human de-
velopment so they are better understood and fac.}itited.
The emerging view of career guidance recognizes that
there are career guidance related knowledge, understand-
ings and skills, which all persons need as they grow and
develop.

Finally, the emerging developmental, programmatic
perspective focuses on positive human growth and de-
velopment. That is why the word career is being used
with the word guidance. The word career focuses first and
foremost on the human career. on all the roles, settings
and events of tife, not as separate entities, but as interre-
lated parts of the whole person. Also, the broad career
concept, when used with the word guicance, serves te
unify the fragmentation that has occurred in guidance
practices over the years. The traditional educational,
personal-social and vocational (or cupational) aspects of
guidance can be subsumed under the career concept and
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the establishment of separate kinds of guidance programs
and personnel, therefore, can be avoided.

At the same time that substantial changes in the theory
and practice of career guidance are taking place, it alsc is
clear that there are increasing expectations amnong many
consumer groups concerning the outcomes and pre cesses
of career guidance programs. Students and parents con-
tinue to want more and better areer guidance. Congress,
speaking through education and manpewer legislation,
continues to call for improved and extended career guid-
ance. An analysis of current and pending federal man-
power and education legislation reveals that career gnid-
ance is « frequently mentioned, important and necessary
component in many education and manpower programs.
Forexample, the Vocational Education Act Amendments
of 1968 and the earlier basic Act of 1963 poi.t to the
importance of ca.eer guidance in meeting the goals of that
legislation. Title X, Part B of P.1.. 92-318, Occupational
Education Programs, states that the Commissioner shall
carry out 2 program of occupational sducation that will
“promote . .. counseling and guidance, and job place-
ment or placement in postsecondary vccupational educa-
tion programs as a responsibility ot elementary and sec-
ondary schools.” Section 407 of Title 1V of the Senate
version of the Elementary and Secondary Education Act,
S. 1539, points to the need for comprehensive and se-
quential career guidance programs. And finally, the
Manpower Development and Training Act of 1973 states
that manpower programs *‘provide participants with
self-development skills™ and *“‘co inseling and place-
ment.”

Some Basic Issues

The increased demand for career ;, Lidance programs to-
gether with new and cmerging career guidance theory
and practice have caused many states to reassess their
position on career guidance. Many tound that they either
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tid not have a tully developed position or that their posi-
Hon was event, orsis and o1 service onented, not de-
velopmental and program onented. As this reassessment
oceurred it became apparent to the guidance leadership
i many states that there was o need t) develop illustra-
tive gurdes and guidelines based on new coreer guidance
theory and practices to assist local school persunnel as
they planned. developed and implemented, expanded
atnd extended careet guiace prugrams in their schools.,

As states began to develop such guides, a number of
issues began to emerge, issues that inust be considered by
state program guide developers and users. What follows
is a briet discussion of sonie of these issues.

Issue One: Are state career guidance program guides a
viable resource or do they straitjacket local school
creativity?

This question is being raised by a number of people
and.inasense, is the same type of question being asked of
the proponents ot the behavioral objective, accountability
movement in education. Some individuals suggest that
the use of goals and objectives in state career guidance
prograin gudes s dehmanizing and restricting and.
theretore, not having a goide s better than having one.
especiallv it it contains goals and objectives. In my opin-
1o, that is an inappropriate response The 1ssue is not
<hould there be a guide or not. but what does the guide
contam and how is 1t to be used? ‘The pbint is that 1t
guidance personnel don’t develop program guides.
others outside the profession wall step in and fill the
vacuum and o program guide {of sorts) will be externally
applied. Unfoitunatel s ths has happened all too often in
the past

Most states who have developed program guides have
tesponded to the ssue by not developing complete cook-
books to be simph adopted by local education agencies.
'nstead. they have designed program gudes to be illustra-
tive. to be expanded and claborated upon as local needs
misht dictate,

Issue Two: What does the program guide represent?
What are its contents?

These questions tocus attention on the problems of
terminology and the transttion from traditional ways of
conceptualizing cateer gmdance to new and emerging
conceptuahzations. Some program guides are titled
carcer education, others carcer development and still
others career gnrdance. The titles used are a result of how
cach state conceptualizes carcer gmdance and its rela-
tionship to other aspects of the educational program. In
ey opinton, the focus should be on career gnidance and
those words siiculd beused i the title of a state guid =

The transition problem trom traditiona! thinking to
new and emerging conceptualizations s related to the
terminology problem but is more comples The ternineol-
ogv issue is the tip of theweeberg while the change from
tradition 1s the rest of the 1ceberg. Some guides untortu-
natelv are simply a restatement of career gouidance of the
1930°s and 40°s. Maost guides. however. reflect new and
emerging career gnidavae coneeptualizations and prac-
tices using words like developmental. programs. main-
stream, normal human growth and development and stu-

Issue Three: What are the problems and consequences
of developing a career guidance prograz guide which
represents a break from traditional conceptualizations
of career guidance?

When a break from tradition is made in a program
guide, there is the immediate problem of reconciling the
new approach with the previous approach to career gui-
dance. Previous investments in traditional techniques
and procedures must be recognized and concerted efforts
must be made to legitimize the new techniques and pro-
cedures. Corresponding efforts also must be niade in staff
development activities to bring to practitioners those
necessary skills, understandings and attitudes to effec-
tively carry out new career guidance programming. It is
easy to say that counselors should be involved in the
curriculum, that they should be in the classroom more
frequently, or that they should devzlop and implementa
placement program, but it is extremely difficult to actu-
ally carry out such pronouncements. The lack of specific
training in these areas, present duties (heavily adminis-
trative in many cases) and a general lack of support at
administrative levels come together to show progress in
these directions or to stop it altogether. To break through
these barriers, program guides must provide a vision for
change from traditional career guidance efforts to ex-
panded and extended approaches; at the same time, they
inusi provide enough reality so that all concerned can still
see themselves. In addition, directions and support must
be provided on how to move from traditional concep-
tualizations to new conceptualizations.

Issue Four: Will new career guidance program guides
create greater expectancies of career guidance prog: -ms
and personnel?

The hoped-for answer to this question is yes, butit isa
yes that must be placed in the context of the need for an
enlarged understanding on the part of educational
decision-makers and the public concerning *Y1e nature of
extended and expanded career guidance programs.
Career guidance programs must be viewed as being equal
and complementary with instruction in the school and
the necessary staff and resources must be allocated ac-
cordingly. Unless this is done, the expectancies of the
public may be only partially met or not met at all.

Five Important Criteria

In addition to considering and responding to the issue
raised by these questions. career guidance program guide
developers and implementors also must consider the na-
ture of the guide itself. 'The following suggested criteria
may provide a helpful point of departure forjudging state
career guidance program guides.

1. ‘The guide is representative of what has been de-

scribed as career guidance.

The guide is injasive of all the dimensions that are

considered withiv the description of career gnidance

3. The guide is exp essed in a parsimonious manner
without losing sensitivity when applied lo specific
situations.

4. The guide is adaptable to context variations found in
its probable utilization.
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The Logics of Planning Career Guidance,
Counseling, Placement,
& Follow-up Programs
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by G. Brian Jones, Jurgen M. Wolff,
Charles W. Dayton, and Carolyn B. Helliwell

The Dilemma of Gui-
dance, Counseling,
Placement, 2ad Follow-up
Personnel

Very seldom are guidance, counseling, placement, and
follow-up personnel able to respond effectively to the
crush of demands made upon them. The following three
statements, made by high school students, highlight
some of the difficulties typically faced by such personnel.

“All my counselor has ever done for me is to change

my schedule and fix my computer registration cards,”

This illustrates the problem that can be called “the
maintenance syndrome.” A counselor can easily spend
all his time dealing with routine buu pressing tasks and
leave no time to adequately plan a guidance program, let
alone properly carry it out and evaluate it.

“My counselor only has time to see students who get in
trouble. I've talked to him only once in almost two
years,”

Counselors who have time only for problem students
are forced into a crisis orientation to guidance. They at-
tempt to solve a student’s problems only after these prob-
letns have become critical. By providing only remedial
attention to students with obvious difficulties, they fail to
deal with the development of the majority of students
whose needs are equally legitimate, if less salient.

“Why should I study English? I wantto be anengineer,

not a poet,”

When guidance activities are isoluted from the regular
instructional process in the classroom, students often fail
to see that their school studies can be related to achieving
their life goals. Not perceiving the task of learning as
significant and necessary. they become hored with school
subjects.

Student statements such as these are serious indic-
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ments of guidance, counseling, placement, and follow-up
prograins and systems characterist! : of today’s schools.
Sometiines such programs suffer from faulty planning,
allowing programs to emerge without a clear set of goals
and objectives based upon the important needs of most of
the youth; sometimes the structuring of such programs
fails to specify target groups and immediate objectives,
and to select appropriate, feasible pracedures. Often the
implementation phase falters because staff meinbers lack
certain required competencies, and st tiine programs
have no built-in decision-making procedures based on
impact data that will suggest future directions and re-
direct a program that goes off course.

Alternative Approaches
to Program Development

The diagram that follows (Figure 1) outlines the impor-
tant principles and parts of the comprehensive approach
to counseling, guidance, placement, and follow-up. A
number of other approaches have been used in order to
meet the needs reflected by those three student state-
ments. Unfortunately, some of these approaches create as
many problems as they solve, and have attracted the
strong criticism that is currently heaped upon counsei-
ing. guidance, placement, and follow-up programs. What
are some of these approaches?

The Intuitive Approach is often based upon the
hunches or intuition of a dominant member of the de-
partment. This individual may well have a good sense of
students’ needs, but his intuitions don’t necessarily keep
pace with ckanges in students needs. Furthermore, if he
leaves, the department may find itself lacking central
direction and may continue to depend on the hunches of
those less skilled. At best, it is a most indirect approach to
building a progsam responsive to students.

The Crisis Approach is one in which students receive
help only when their problem has developed into an
emergency. Some counseling personnel thrive in this
hectic atmosphere, while others can’t stand the emotional
wear and tear. More importantly, a crisis atmosphere is
not always the best climate in which a young person can
make rational decisions. Such an approach drains too
much time and energy from the staff to allow them to give
attention to developmental programs that could preventa
number of the crises confronting them.

The Non-Evaluative Approach supplies all the neces-
sary ingredients of a successful program but evaluation.
Often the rationale offered is, ““We’re too busy to
evaluate.”” Thus thile the rest of the prugram may be
firmly based on data, the evaluation consists of hunches
that “the kids seém happier,” or “‘things seem to be going
more smoothly ** The lack of evaluation makes it difficult
for such a progran: to claiin accountability as one of its
features. .

The Action Approach is often characterized by a grea-
ter concern with means then with ends. Thus,
innovations—be they drug crisis centers, a new use of the
inquiry techn? jue, or a student town hall—may be ea-
gerly established without sufficient planning or evalua-
tion.

A Comprehensive, Developmental Approach is
needed. While each of the abeve approaches have some
beneficial aspects, a more comprehensive approach, as
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ortlined in Figure 1, would enable counselors to
capitalize upon the good points but eliminate some of the
negative features inherent in these other approaches.

Definitions Basic To
A Comprehensive Approach

The definitions of guidance, counseling, career, career
education, and placement and follow-up used here con-
trast with traditional use of these terms. Guidance is the
generic term. It includes instruction, counseling, place-
ment, follow-up, evaluation, and support procedures
based on youth career planning and development needs.
Guidance signifies the total content and process of prog-
rams aimed at helping students develop and protect their
individuality and potential. This process aims at helping
“each student become a problem solver” (planner,
decision-maker, implementer) in each career area. On the
other hand, counseling is an interpersonal procedure
providing one alternative for helping youth achieve
guidance-related objectives. Here, counseling personnel
(i.e., counselors, teachers, paraprofessionals, school
psychologists, etc.) interact with students individually or
in groups in order to facilitate youth career planning and
development. If these terms are defined at all in conven-
tional guidance programs, the word guidance often has
negative connotations (including authoritarian advice-
giving and prescriptions of problem solutions), is given a
very limited conceptualization, or is not clearly differen-
tiated from the term counseling.

The concept of career encompasses a variety of possible
patterns of personal choice related to each individual's
total life style. Thus, a comprehensive career guidance
nrogram assists youth to set life or “career” goals in these
areas: 1) occupations, 2) education, 3) personal and social
behavior, 4) learning how to learn, 5) social responsibility
(i.e., citizenship) development, and 6} leisure time use.

Conventional guidance programs often limit the defini-
tion of career to only educational and vocational choices.
This broad definition of career leads to a concept of career
education which encompasses all areas of youth de-
velopment. This orientation allows and encourages the
fulfillment of a broad range of youth needs; it contrasts
with conventional systems in which priority attention is
directed only toward preparing youth for their future
educational and vocational experiences, therefore reflect-
ing alimited and fragmented view of youth development.
Career education provides instruction and individual
planning and development assistance tailored to each
youth’s perscnal characteristics, background, needs, and
career goals.Career education, therefore, is a combination
of career guidance and career instruction and training,
using career in the broad sense just defined.

We consider placement and foilow-up as integral parts
of a set of comprehensive career guidance services. How-
ever, they are not limited to the vocational and educa-
tional aspects of careers. Such services must be available
for all career areas. This more inclusive definition of
placement and follow-up stresses providing assistance
whenever youth make a transition in school (e.g., early
leaving or graduation). In addition, follow-up services
must entail more than collecting data on students who
have received placemeni assistance. Follow-up help
should be provided to help youth maintain the career
development progression that was in effect before they
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The Comprehensive Ap-

proach to Om<m_cwm:m
Guidance, i

Counse

ng,

Placement, and Follow-up
Programs, and Related
Competencies

Figure 1.

'
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Planning Activities

Related Competencies

1.Define philosophy. purposes.
and target groups

2.Assess current context and
programs

3.Assess desired outcomes

4.Identify youth needs; write
goal statements and student
oucomes; communicate and
evaluate the planning deci-
sions and activities

Structuring Activities

Related Competencies

1.Specity immediate program
participants and objectives

2.Investigate. select, and struc-
ture program procedures

3.Communicate and evaluate
program structuring deci-
sions and activities

Implementing Activities

Related Competencies

1.State procedural objec-
tives and implementation
strategies

2.Select program staff and in-
itiate staff development ac-
tivities

3.Prepare field test sites

+.Communicate; conduct, re-
pcrt.and apply the results of
prucess evaluations

Decision-Making Acti- ities

Related Competencies

1.Design. conduct. and report
product evaluations

2.Determine costs. relate costs
to effects and sum-
marize an- display cost-
effectiveness ratios

3.Design. conduct, and report
studies that identify the mos:
cost-efficient procedures and
programs

4.Design. cenduct. and report
cost-benefit studies

5.\Make decisions related to
necessary future changes in
field-tested programs. and
communicate these deci-
sions and their rationale

Context
Evaluation

Input
Evaluation

Process
Evaiuation

Product or Impact
Evaluation
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were placed.

Characteristics of a Comprehensive Approach

A comprehensive approach employs a systematic
planning model and related process. which is derived
from the scientific method and aimed at the development,
implementation, evaluation, and revision of guidance
programs [t features a process in which each phase pro-
vides feedback to preceding phases or input to subse-
quent planning activities. The systematic planning ap-
proach contrasts with typical guidance programs in
which certain important phases (such as evaluation) are
often ormitted, or others (such as implementation) are
overemphasized.

The set of resulting progiams are systematic: that is,
each part is interrelated and interacts with the others. For
example, placement and follow-up programs are often
poorly integrated with career planning and development
programs. This interrelationship should not cnly exist, it
should be extensive. committed to paper, and accom-
panied by a rationale. Without such a statement it is
difficult to understand either the derivation of each gui-
dance program or why certain programs have been as-
signed a high priority.

Each resulting program focuses on the needs and
characteristics of youth. This youth-based orientation
means the approach assesses the needs of youth and
translates them into measurable objectives. It is upon
these needs and objectives that priorities for the design,
structuring. implementation, and decision-making of all
guidance interventions are based. In contrast, conven-
tional guidance approaches often emphasize means
rather than ends, never systematically determining the
needs of the yvouth served. They perpetuate and expand
the current system whether it is doing a good job of
helping youth or not.

‘The proposed approach is comprehensive in that it
includes both a developmental phase to prevent possible
problems and a prescriptive phase to alleviate already
existent problems. Interventions may be either direct or
indirect. Additionally. comprehensive guidance prog-
rams seek to give attention to long-range as well as im-
mediate youth needs, and to all areas of behavior, notonly
to a youth's e« cational and vocational choices.

The approach we've described is an ideal one; not
everyvone will be in a position to start from scratch and
design such a program. However, if a school or district
wants to move in this direction, the foliowing four sec-
tions outline aspects of a suggested comprehensive ap-
proach that might be considered in developing each prog-
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Phase 1: Planning Career Guidance Programs

Defining Philosophy, Purposes,
and Target Groups

The logical beginning point for programs is the consid-
cration of their general purpose. This means not the
specific outcomes of a program but the broad needs it will
address. Six basic assumptions underlie a consideration
of purpose: 1) Guidance services must help develop and
protect students' ndividuality: 2) Guidance must help
students become effeciive problem solvers; 3) Guidance
services should be available to all students; 4) The gui-
dance procedure should be integrated with the education
process; 5) Guidance should be developmental as well as
prescriptive or remedial; and 6) Counseling personnel
must be able to evaluate their own effectiveness.

From assumptions such as these, one can move to a
listing of the specific purposes of each program and the
identifying key groups from the school and community
which should be involved in planning each proposed
program in more detail. At this stage one may even want
to select representatives to participate in advisory panels
for planning, implementing. aud evaluating each pro-
gram. Potential recipients of each programn should be
represented.

A part of defining the philosophy and goals of a pro-
gram involves defining the target groups. One needs to
identify the numbers and characteristics of youth who
will be served by each program. The descriptions can
include age. sex, ethnic group membership,
socioeconomic background, ability range, and individual
characteristics.

Assessing Current Status

Program planners must consider both the desired out-
comes and current status of students’ career planning and
development in the six career (or life) areas cited earlier.
The desired outcomes (discussed in more detail below)
describe the direction in which stucent development
should occur, while the current context evaluation de-
termines where they are now. The discrepancies between
desired outcomes and current status define how far they
need to travel in order to get them there. Among the
baseline data to be gathe.ed are: the general churacteris-
tics of the context in which each program will operate; the
current status of present guidance, counseling, place-
ment, and follow-up programs related to school system
needs; the current status of present guidance, counseling,
and placement programs rel:ed te societal needs; and all
objectives and activities that make up current programs in
this context.

Much of this informatisn on the current status cf prog-
rams may be gathered from and by counseling personnel,
based both upen their recall and the keeping of logs that
reveal how much time they spend upon which tasks. and
tor what outcomes. :

It is often more time consuming to assess the curreat
status of students themselves. This could include the use
of survey tests of knowtedge. situational tests of current
behavioral abilities. and attitude inventories. One such
measurement tool is an Occupational Knowledge Survey
that assesses students” knowiedge of: the world of work,
occupational families; varions occupations. in tuding
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prerequisites for entering them, basic salary levels as-
sociated with them. and other factors. Data from current
status assessments may be used in connection with de-
sired student outconre assessment data to design gui-
dance programs for specitic student target groups.

Assessing Desired Outcomes

FForeach of the six career areas it is possible to ascertain
what outcomes students would like to achieve and what
outcomes parents. counselors, teachers, administrators,
community representatives, and others recommend for
vouth. Atthis level of program developinent, the primary
purpose of this ssessment strategy is to furnish an empir-
1cal basis for deciding which programs to emphasize in a
particular school setting. rather than to diagnose the
career planning and development needs of individual
students.

A number of alternative strategies are available to effect
this desired outcomes assessment. The most desirable
involyes gethering responses from students themselves.
A useful method that meets this qualificatios. is the
small-group card sort administered in a small-group in-
terview. For the various areas. a list of possible outcome
statements was developed on the basi< of data obtained
primarily through a literature review and student and
staff interviews. Each outcome statement, written on a
separate card, described a level of personal functioning
for whicha given youth might feel a need to strive. A deck
of approximately 30 card statements for each area was
thus developed for youth and adult reactions. This al-
lowed youth and adult respondents to consider each in-
dividual statement rather than dealing with all state-
ments at once. When time and circumstances do not per-
mit use of a variation of such an approach, alternative
assessment techniques must be explored. For example,
program planners might hold a conference to involve
selected teachers, counselors, and administrators. Based
on their experiences at school, these individuals could
make “educated guesses’ about the desired outcomes of
their students.

Assessing desired outcomes avoids the deficiencies of
the more traditional neeas assessuient techniques. These
deficiencies include: emphasizing the “ineans’ rather
than the “ends” of career guidance programs; using data
gathered from individuals after they have left school,
which is usuvally of an abstract nature and without
specific program implications; or questioning youth
about their complaints rather than identifying the posi-
tive directions in which they vish to move. The essential
difticulty of most traditional approaches to the assoss-
ment of student needs is thet they do not expedite the
development of guidance programs by suggesting posi-
tive directions which can be used tn draft measurable
objectives for student development.

A school or district mav then organize task forces
throug’ which relevant school personnel and students
use the data to help make decisions about which student
outcomes should provide the hasis for guidance program
planning. When these outcomes have been specified,
program planners can formulate needs statements: state-
ments which specifv the diserepancy between curreat
status and desired outcomes.

Developing Goal Statements and
Student Performance Objectives

Neeus statements can be easily translated into goal
statements. If students specify that they want to read
better, and if the current status assessment reveals that a
significant number of students are reading a year or more
below their grace level, the need level may be: “Students
need to have a level of reading skill equal to that of the
nation-wide average for their grade level.” This level of
achievementcould become the goal of a student program.

Writing goal statements leads to the second. more dif-
ficult task of writing " performance objectives” for each
goal statement. These objectives incorporate descriptions
of the things that will indicate exactly whena student has
achieved a goal. To write a performance objective. prog-
ram planners must answer the question: What acts should
a student be able to perfonm as evidenee that the goal has
been reached? Such “‘acts™ require a performance that
demonstrates a skill. a knowledge, or an attitude. To be
understandable. the conditions (that is. resources or cues)
under which the student will be asked to perform these
acts must be explicit. and the amount of evidence re-
quired (number of times, percent of time. frequency) must
be stated. A performance objective, thus. tells the student
wlint lie should be able to do. under what conditions, and
how mueh or huw often e should be able to do it. In
writing these performance objectives. a task force may
decide to review data banks of available objectives.

It would be dangerous to get bogged down at this rela-
tively early stage by worrying too much about the
measurability of objectives, a stumbling block to many
people not used to working in such terms. Thus. it nmay be
a good idea to delay the specification of the evidence
required until the next phase, “structuri g programs.” At
this point. the most important thing is stating the perfor-
niances students will have to evidence.

All groups of related goals and objectives must be sys-
tematically sequenced. A recommended sequence begins
with youth coliecting and comprehending relevant in-
formation, synthesizing information from diverse sources
while making decisions based on this itegration. and
acting on the basis of these decisions. A paradigm that we
have found useful in employing this sequence is sum-
marized in Fig» 2.

If separate tas, forces have been working with the de-
sired outcome assessment data and have arrived at goal
statements and performance outcomes for separate grade
levels. or groups of grades. some exchange must take
; lnce among the various task forces in order to obtain a
flow or “developmental sequence™ from the elementary
grades through junior Pigh and into senior high school. i
two grade levels have identified the same top priority
need. decisions will have to ne made about exactly where
this need would be most appropriately addressed. Within
a school district, the optimal condition of a deve!hpmen.-
tal guidance svstem i< to have a smooth flow of guiddance
prosrams across the various grade levels to preclude dup-
lization.

Unce any such coordination issues have heen worked
out, it will be possible to come up with an approved,
written summary ol all goal - tatements and stadent per-
formance ontcomes foreach proposed gindance. counsel-
ing. placement. and follow-up progran
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General Process Skills
A. Planning

Emphasis —_
decision-making and perfor-
1nance activities involved are in
these problem-solving be-
haviors but the emphasis is
upon using a planned approach
to understanding the problem
and gathering information on it
in order to expedite subsequent
problein-solving activities.

B. Decision-Making Emphasis —

planning and performance dac-
livities are involved in these
problem-solving behaiors.
Planning skills are ones which
are particulacly iinportant fol-
lowing the decision-making ac-
tivities impleinented here.

Impleinentation Emphasis — ac-

tivities here involve what has
been referred to as ‘‘stu‘ient
managed perforinan--e.” Fow-
ever, decision-making (relative
to evaluating one’s problem-
solving behavior) and planning
{relative to revising or changing
plans for implementation) are
both involved in these ac-
tivities.

Personal Problem-Solving
Paradigm

Figure 2.

Specific Problem-Solving Behaviors Grouped by Behavioral
Skill Areas

1.

s

3.

5.

6.

Perceiving, delineating, and committing to work on, the problem.

a. Perceiving a personal problem when it exists.

b. Inhibiting the tendency to respond impulsively, passively, or by
avoiding the problem.

c. Stating the conditions that would exist if the problem were resolved.

Searching for, evaluating, and utilizing the information.
a. Formulating a strategy for searching for information relevant to the
problem.

b. Knowing and evaluating sources of information.

c. Efficiently utilizing the sources of information.

d. Evaluating the reliability and accuracy of information received and
its relevance to the problein.

e. Being willing to consider new inforination relevant to the problem

even when it conflicts with that presently held.

Generating and considering multiple alternative problem solutions.

4. Genelating several viable courses of action or alternative solutions %o
the problein.

b. Knowing possible outcomes associated with each alternative.

¢. Calculating the subjective and objective probabilities of each
cutcome’s occurrence.

d. Using some personal standards or criteria for determing the desirabil-
ity of possible outcones.

e. Considering each alternative in light of the information gathered on
its possible outcomes and in relation to the conditions that would
exist if the problem were resolved.

Selecting the most desirable alternative problem solutions and formulat-

ing plans for implementing these alternatives.

a. Knowing and considering various rules or philosophies for selecting
an alternative problem solution.

b. Selecting a preferred alternative prob'ia solution to be implemented
and knowing the rationale for the choice of this alternative.

c¢. Selecting, and knowing the rationale for the selection of a second
alternative problem solution to be used in case certain contingencies
arise, thwarting implementation of the first choice alternative.

d. Detailing a plan for carrying out the preferred alternative problem
solution.

e. Knowing some conditions under which the second alternative prob-
lem solution might be implemented.

Implementing specific plans related .o selected alternatives.

a  Until ruch time as other plans appear more appropriate, exhibiting
the behaviors necessary to implement the pian for the chosen alterna-
tive. :

+  Correctly judging whether the plan of implementation should be
modified or replaced with a plan forimplementing the second choice
or other alternative.

¢. Implementing a plan for the second or other alternative as 4 result of

intormation collectea while acting on the preferred alternative.

Analyzing the process and products of problem-solving.

a. Ascertaining if the problem has been satisfactorily solved by compar-
ing present conditions with those pres‘ously specified for problem
solution.

b. In terms of the model presented here. analyzing the positive and
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negative aspects of the behaviors emitted during the problem-solving

process.

c. Interms of the previously specified conditions for problem solution,
analyzing the positive and negative aspects of the solution and the
results of the problem-solving process.

d. Knowing what has been learned (i.e., principles and techniques) that
will be of help in future problem contexts.

e. Applying these principles and techniques to future problems when

appropriate.

Communication and Context Evaluation

Many of the procedures in this section, such as the
polling of adults and youths and the establishment of task
forces, reflect the importance of communicating with and
involving a wide variety of people in the program plan-
ning process. Their input can be valuable not only be-
cause it supplies the planner with a variety of viewpoints,
but also because those who are significantly involved in
the planning stage are more likely to feel committed to the
success of such programs during the later stages.

The plannir:g phase is accompanied by context evalua-
tion, which assesses the effectiveness, efficiency, and de-
sirability of the planning activities that have been de-
scribed. That is, input is constantly sought and used
while plans are being formulated. The desired outcome
assessment will form the basis for preparation of goal
statements. These goal statements, in turn, will determine
the actual processes and activities to be implemented
subsequently. Thus, it is important to monitor the plan-
ning phase closely and assure a high quality effort. In this
way, the program planner provides for continuous forma-
tive evaluation and builds a secure foundation for each
program.

25541

Phase 2: Structaring
Career Guidance Programs

The structuring of programs includes specifying which
programs will be implemented first, who will receive
them, assessing resources, and specifying and selecting
materials and activities to help students achieve their
objectives. This phase also includes continued com-
municaiion and evaluation activities—in this case, focus-
ing on the program structuring process. It begins with a
previously derived list of goal statements and related
performance objectives tied to needs that have already
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been ranked in the order of their importance. This ranking
may help to select the prescribed programs to be im-
plemented, but it must also be reconciled with what is
feasible. This process cc .sists of examining what is pos-
sible, what is appropriate, and what is feasible.

Specifying Immediate Program
Participants and Objectives

At this point it is appropriate to state, more specifically,
the target population for each proposed program. The
grouping and organizing of the various goals and objec-
tives should now also facilitate identifying which objec-
tives go with which programs and writing measurable
objectives. This refinement of the objectives should be
done so that each objective specifies: the target person;
the observable desired outcomes; the conditions for test-
ing, training, or real-life performance; and standards of
performance. Inasmuch as the weight of structuring and
evaluating programs rests on these objectives, their qual-
ity is crucial. It is almost impossible to overemphasize the
importance of producing precise, measurable, well-
defined objectives.

Each objective then states what the student will be able
to do following his completion of the prescribed instruc-
tional and counseling activities. To be able to specify the
most relevant activities and materiais, program staff must
now gather baseline data relative to the current status of
each program participant’s career planning and de-
velopment skills. This is especially important in indi-
vidualized programs and requires the ability to design,
conduct, and report the results of criterion-referenced
tests.

Investigating Possible Procedures

The planning of activities to help students achieve a
particular performance objective requires a broad survey
of instructional and counseling procedures to insure that
program planners do not overlook an alternative that
could prove useful, as well as to avoid the pitfall of “*rein-
venting the wheel” when adequate procedures already
exist.

Selecting Appropriate Procedures

Given such a brnad choice of possible procedures, the
question is: “How do I decide which procedure to use to
help students attain a particular performance objective?”
Two types of techniques can be used te identify the in-
structional and counseling pr.cedures most appropriate
to each performance objective: .

. Techniques that enable the student to perform in g
manner most closely resembling the performance called
for by the objective. If the objective has been carefully
developed. it will indicate what a student needs to learn
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or do. Some objectives may describe a complex skill for
which students must learn a series of component he-
haviors, while others may adequately describe an entire
skill. When the type of performance desired is clearly
specified in the objective, it becomes possible to identify
the general proced -e or combination of procedures ap-
propriate for reachi. 3 the objective.

2. Techniques that most closely resemble the condi-
tions called for by the performance objective. If the objec-
tive has been adequately developed, it will not only sug-
gest “he major type of performance but also conditions
under which performance wili be expected to occur.

Once an array of alternative instructional and counsel-
ing procedures have been identified, they should be
ranked according to how likely it is that each will pro-
mote student achievement of a given objective. At this
point, you will need information on the conditions under
which students in a particular school setting learn best,
including reactions from students in the key target popu-
lations.

Selecting and Structuring Feasible Procedures

Another activity entails selecting among available pro-
cedures on the basis of administrative criteria. The most
appropriate techniques are not always available, nor are
they always practical or within a school’s budget. He: is
a list of steps to consider in selecting procedures that can
be implemented from among those that are appropriate:
1) Identify the instructional and counseling procedures
that counseling personnel already have available in the
target school setting; 2) List the instructional and coun-
seling procedures that are not currently available in the
target school/district setting but which are availab'e
either from cominerical or non-profit organizations; 3)
Isolate locally or commercially available procedures that
could be made appropriate thryugh adaptation; 4) Itemize
the procedures that are not available locally or commer-
cially and, therefore, would need to be developed; and 5)
Select the procedures that are most prestinal on the basis
of the target school or district's budgetary cor.straints.

Choosing Aiternative Modes

Procedures can be employed in various modes: with a
full class, a small group. or individual students. Each
mode has advantages. F-1ll class counseling activities
allow many students to benziit from the presence of one
counselor. They may also be easy 0 administer, as stu-
dents work through a lesson or activity in unison and
produce resu;is that can often be checked by the coun-
selor with the entire group. The disadvant.ge uf this
mode is that it fails to allow for individuzl differences
among students and lacks the flexibility of individually
varkaged activities.

Students can enter individualized activities at various
levels of capability if a means is provided to allow them to
deturmine their level of proficiency. Placement tests,
self-assessment by the student (coupled with appropriate
proficiency tests), and card-sort techniques like the one
Jescribed earlier can all be used for this purpose. In addi-
tion, individualization usually increases flexibility.

Program planners need t stay alert to the many pos-
sibilities available in starting guidance, counseling,
placement, and follow-up programs. Ir vestigating possi-
ble procedures, selecting appropriate and feasible ones,

and choosing among various modes can contribute to an
effective, comprehensive approach to program planning.

Communication and Input Evaluation

The structuring process benefits from the participation
of a wide variety of people, particularly if they perform
specialized functions based upon their experience and
expertise. Particular skills crucial to this phase include
listing behavioral objectives, identifying target popula-
tions, investigating and selecting various procedures,
and communicating formally and informally with ap-
propriate personnel.

Structuring is accompanied by input evaluation, which
monitors and assvsses the effectiveness, efficiency, and
desirability of each of the tasks described in this segment
of the orientation. Such evaluation would include asses-
sing the criteria used in the development of student mat-
erials, gauging whethor materials adequately address the
goals and objectives to which they are related, and ex-
amining the costs and effectiveness of materials de-
velopment.

ﬁ5455q

Phase 5: Implementing
Career Guidance Programs

Once planners have translated the goals and objectives
of career planning programs into activities and materials,
students must be given ample opportunities to work to-
ward the outcomes they desire. This occurs during the
implementation phase of guidance, counseling, place-
ment, and follow-up programs.

Stating Process Objectives

Even if extreme care and much attention have been
lavished upon the preparation of student materials and
activities, the true test of their effectiveness will, of
course, be how well they work for students. Thus, it is
desirable to pilot test any program with a small but rep-
resentative sample of the target population. After neces-
sary modifications are made, the program nay be im-
plemented on a larger scale and again evaluated for effec-
tiveness. The tasks program implementers should ac-
complish may be listed in the form of process objectives.
They spell out what staff members have to do to insure
that students achieve their performance objectives More
detailed statements of what must be done by staff mem-
bers are often referred to as implementation strategies.

‘There will probably be several process objectives for
each product objective, and even more implementation
strategies. While writing all of these out may be some-
what laborious, it is worth doing It provides ap im-
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nlementation blueprint and schedule planners can share
with all concerned so that they know exactly what will
nappen and when. It also makes it easier to delegate tasks
and hold people accountable for their performance—it
becomes much more difficult for anyone to say, “I
thought Charlie was supposed to do that,” or ““I didn’t
know when this was to be finished.” Finally, it can be
discussed when staff members report to administrative
bodies or to the public, or when others wish to replicate a
program. Process objectives and implemention startegies
can be generated to cover all phases of implementation.

Selecting and Developing Program Staff

Listing what needs to be done makes it possible to
analyze what particular competencies the staff needs in
order to successfully fulfill the process objectives. The
implementer shioul”* be able to specify which tasks might
best be done by rnachines (e.g., mass scoring of tests) and
which should be 2 _ae by individuals (e.g., one-to-one
counseling). Sometimes special machines will have to be
ordered or leased. Likewise, sometimes the staff will need
to develop additional competencies, perhaps through
in-service training. Competency-based training programs
can be ordered or made to order for staff needing them.
Again, this calls for advanced planning so that staff mem-
bers have time to prepare for participation in the new
program. At other times, it will be more expedient to add
paraprofessional or professional help to the staff as
needed.

The American Institutes for Research (AIR) has drafted
a domain of administrative and counselor competencies
fundamental to the design of guidance, counseling,
placement, and follow-up programs. This domain spells
out just what skills and abilities are needed to effe tively
carry out each phase of the program development process
summarized here. Figure 3 represents a condensed ver-
sion of this domain. Working from this domain of com-
petencies, AIR and the Mesa (Arizona) Public Schools are
now engaged in producing competency-based staff de-
velopment packages for providing the desired skills. ‘ch
package includes the following elements:

® Tape-slide introduction
Flow chart of the comprehensive approach
Package goals and objectives
Instructional materials (module)

Progress checks

Group activities
Simulation activities
Application procedures
Post-tests

® Further references
Each package is designed so that trainees may work at
their own pace but it should not take over 15 hours to
complete the package’s activities.

Conducting Field Tests

Once staff members have the capabilities to conduct a
field test of proposed guidance programs, they can pro-
ceed with these st 7s: 1) Identify criteria fcr student sam-
ple selection; 2) Identify school sites willing to partici-
pate in the field test; 3) Design evaluation instruments
and procedures that measure both the intended and unin-
tended outcomes of the field test; 4) Specify field test
costs; 5) Arrange and implement the field test; 6) A 1alyze,
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report, and make recommendations based upon field test
results;

Although all of these steps are important, perhaps one
ofthe most crucial is number 3. Since the field test results
will probably have major impact on the course of the
full-scale program, the field test evaluator will want to
review evaluation instruments and techniques such as
observation, unobtrusive measures, end-of-unit profi-
ciency tests, criterion-referenced survey tests, attitude
inventories, questionaires, reaction sheets, interview
formats, and case study techniques. He will also want to
keep track of exact cost and time allocations. With the
results of such datafroma field test, it becomes possible to
itemize and price all staff services (counselors, teachers,
aides, volunteers, and others) required to implement the
full program. The aforementioned task forces can then
review this list of requirements in light of information
furnished by administrators or budgetary and other con-
straints, and work with program staff to come to a satisfac-
tory compromise.

Implementing Programs

Field tests serve as a small-scale rehearsal for actual
program implementation on a broader scale, for most of
the steps carried out in the field tests will be repeated in
slightly different form. In summary, these steps are: 1)
Developing process objectives which describe what staff
members must do in order to help bring about the desired
student objectives; 2) Selecting and designing evaluation
procedures, instruments, costs, and schedules to measure
the attainment of objectives and the occurrence of unex-
pected outcomes; 3) Selecting and enlisting the support
and cooperation of appropriate personnel at each site; 4)
Training personnel to implement each program; 5)
Monitoring and coordinating the a:hievement of the pro-
cess obje.tives (through student and teacher activities)
and the program evaluation; 6) Providing input and feed-
back (during and following implementation) to all con-
cerned with each program.

Communication and Process Evaluation

Communication in the implementing phase is particu-
larly crucial, as effects of each program begin to reach
clients and cause concrete change. Each of the activities
in this phase requires special communication skills: pro-
cess objectives must convey clearly the behavior entailed;
program staff must be sel <ted judiciously and tactfully,
and their cooperation must be won through a clear expla-
nation of the advantzages of each program; field tests re-
quire careful articulation and communication; and the
actual process of implementing each program requires
extensive input and feedback between planner and im-
plementers throughout. Effective communication is a
must in this phase.

Process evaluation in a comprehensive career guidance
system is intended to furnish regular feedback to program
planners who are responsible for designing and imple-
menting program plans and procedures. The purposes of
process evaluation are threefold; 1) to monitor the im-
plementation of guidance programs, 2) to supply infor-
mationrequired for decisions that have to be made during
the program implemetation phase (e.g., a field test
showed the original structuring principles to be un-
wieldy, and they were appropriately changed), and 3) to
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assess the extent to which the guidance programs are
implemented as they were originally designed.

Process evaluation data indicate the extent to which
program planners and implementers have attained their
process objectives. That is, have they actually done what
they said they were going to do in preparing program
instructional and counseling procedures, evaluation in-
strumnents and procedures, and the like? Have they actu-
ally done what they intended in the classrooms and gui-
dance resource centers where the guidance programs
were to be implemented? If process objectives are stated
clearly and precisely, their attainment may be measured
by simply constructing a checklist of **Yes, it was done,”
or “No, it was not done.” Questionnaires, interview
schedules, and observational techniques are other possi-
ble instruments that can be used to collect process evalua-
tion data. The next phase entdils product evaluation,
which assesses the extent to which student objectives
have been achieved.

45677

Phase 4: Making Decisions Based on Program
Costs and Impact

Summative Evaluation

The previcus section briefly discussed process evalua-
tion, which is formative in nature. That is, it is informa-
tion the implementer uses to shape programs as they go
on. The time will also come when the implementer has to
make decisions as to whether programs are doing what
they are supposed to do and should continue. He must
alro decide whether major changes and additional new
programs are required. For these types of summative de-
cisions he requires product evaluation information that
tells him what, after all is said and done, each program
achieved. As well as looking to the impact each program
attained in terms of its predetermined goals and objec-
tives, he will want to measure program side effects.

Collecting Product Evaluation Data

Statements of goals and performance objectives must
include standards for acceptable performance to permit
an evaluation of these two “products’; student achieve-
ment of these specified outcomes and the problem-
soiving process students used in reaching their goals a1.d
objectives.

Ordinarily, it is not difficult to measure the first type of
product—accomplishment of personal goals and
objectives—when they relate directly to such visible at-
tainments as completing a {'ourse requirement or graduat-
ing from high school. Designating student attainments in
behaviorally stated performance objectives allows for re-
latively easy evaluation. the observer ascertains whether
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or not the standards of performance specified in each
objective (e.g., the student inust furnish evidence he ac-
complished his goal) are now fulfilled.

However, it is mnore difficult to measure ‘s access” in
the problem-solving areas of individual planning,
decision-making, and self-management— the major skills
necessary to set and reach goals wisely. To be approp-
riate, standards of performance must reflect stu ient com-
petence in employing these personal problem-solving
skills not just for hypothetical cthers presented in case
studies, but also for their own problems.

A student’s achievement must be assessed by his per-
formance on tasks which are behavioral indicators that he
has reached his own goals and objectives. These tasks
should also allow him to demonstrate his problem-
solving skills as he reaches the desired outcomes. The
results of such testing will show when a program has
helped students achieve their guals and acquire *he de-
sired skills, when it has failed, and when it needs further
development to increase its effectiveness.

Norm-referenced measurement (the kind traditionally
used) comp ares the performance of two or more individu-
als. It contrasts with criterion-referenced assessment,
which is mo: : appropriate to an individualized student
program, because it measures whether students have
achieved pre-determined standards of performance. .

in developing criterion-referenced tests, it is necessary
to use items that measure behavior specified in the objec-
tive. The measures themselves can take a number of
forms. Knowledge outcomes usually are measured by
paper-and-pencil and interview techniques. The assess-
ment of attitude outcomes often requires a combination of
these techniques with behavioral observation. Skill per-
formance objectives are best measured by behavioral ob-
servation in simulated or real-life settings.

Assessing Program Side Effects

The above measurement focuses on expected out-
comes. However, the side effects of a program are also
very important. Information on positive and negative un-
anticipated outcomes should be sought even though
these outcomes may be difficult to measure, especially if
they include youth and adult changes in affective re-
sponses. Attitude surveys, structured reaction sheets, and
case study techniques can be used to collect this type of
data. The latter method, stressing intensive observations
of (and interviews with) a few students periodically overa
lo 1g period, not only highlights short-term side effects of
guidance programs but also permits the examination of
longer ter.n effects of student attainment of goals and
objectives.

Determining Cost-Effectiveness

Taxpayers, school boards, superintendents and many
others are concerned not only with how well programs
work, bnt with how much they cost. With these two types
of information, they can study the relationships between
program costs and impact as well as compute and report
cost-effectiveness. Such data are highly desirable ior
summative decision-making on each program. In order to
be able tu judge cost-effectiveness, the implementer must
collect, analyze, and summarize data related to cost zer
program, or, more important, .ost per participant and cost
per goal statement or objective. Such information on costs
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must then be related to impact data like that outlined
under the above two topics. 1t is best when these impact
data identify the y outh outcomes that can be attributed to
etfects of the field test program(s) rather than to other
factors.

Cost effectiveness data allow the program staff to con-
tinue to implement and improve eqc: student program
and staff development while. 1) adapting them to the
changing needs and characteristics of the targeted youth
and 2} extending the complete guidance, counseling.
placement. and follow-up systemn to the priority programs
not implemented in initial field tests. Unfortunately, the
state-of-the-art in determining the cost-effectiveness of
educational programs is not advanced. A body of hnow-
ledge pertinent to determining cost-effectiveness, and
useful in the development of program planners, is less
extensive than is desirable.

Determining Cost-Efficiency

Program administrators and recipients must sometirmnes
make decisions that cannot be answered only by cost-
effectiveness information describing how successfully a
program achieves its goals. A decision as to which of two
or more programs (or program strategies) achieves vbjec-
tives most efficienctly (costwise and impactwise) re-
quires a sophisticated summative evaluation design and
procedure. Cost-efficiency analyses entail multiple prog-
ram (or strategy) comparisons. Cost-effectiveness
analyses entail a comparison of the degree to which a
single strategy meets its predetermined objectives using
specified resources required to produce those outcomes.
Obviously, these types of analyses must be conducted
before cost-efficiency studies can be implemented.

To produce information on « ompar itive costs and ef-
fects so that cost-efficiency ratios can be calculated, prog-
ram implementers and evaluators .nust be able to design.
conduct. and report quasi-experimental and true-
experimental studics. Only by exerting control over pro-
gram conditions and by randomly selecting students to
each approach being compared (or randoml:  zigning

the approaches to the students) will prograin personnel
be able to gather the cause-and-effect data required for
cost-efficiency decisions. Schools' conditions usually
make it very difficult to conduct such investigations.

Determining Cost-Benefits

This f'nal category of summative evaluation decisions
focuses on the collection of information not necessarily
tied to detailed data on program costs and attainment of
measurable objectives. Since they entail more general
information. different levels of cost-benefit analyses can
precede or follow either the single-strategy or the
multiple-strategy analyses outlined above. Cost-benefit
decisions depend heavily on abstract values, trends, and
projections not always closely tied to empirical data.
Such decisions assess the impact of each program in the
light of long-range time and social considerations as well
as in terms of the continually changing needs of youth,
the school system and society. This is the area of summa-
tive evaluations of career guidance programs where the
state-of-the-art is most primitive.

Using and Communicating
Summative Evaluations

Summative evaluations such as those outlined above
should produce timely, relevant information that can
shape decisions made by program administrators and
recipients. Such information will not be used unless it is
communicated on schedule and in an understandable
manner. Staff members require competencies not only to
facilitate effective communications by tailoring them to
appropriate audiences, but also to encourage decision-
making consistent with the data collected. With these
ingredients, program administrators should be able to
make decisions related to necessary future counseling,
guidance, placement, and follow-up programs and
changes in field-tested programs. Summative evaluation
data should alwa/s form the basis for predictions and
decisions leading to a viable set of alternatives for meet-
ing future students’ needs.

Counseling Personnel Competency Summary
Figure 3

Broad Categories of Conpetencies

Subcategories of Competencies

(Expressed as abilities of personnel who plan guidance, counseling and
placement programs)

1. Orientation

A Comprehensive Approach to Program Development

I:A Explain to another person the comprehensive approach to guidance,
counseling, and placement

I:B Explain the advantages of the comprehensive approach
I.C Explain how competency-based training in this series is related to using

the approach

I:D Indicate what training, if any, is relevant to self

11. Planning guidance, counseling
and placement programs.

Conducting Context Evaluation of
the program planning decisions

and activities. D to G

Planning Programs

II:A  Define Philosophy, Purposes and Target Groups
II:-B  Assess Current Context and Programs
IEC  Assess Desired Qutcomes

Identify Youth Needs; Write Goal Statements and Student Outcomes;
communicate and Evaluate the Planning Decisions and Activities

"‘\")‘l"' vOL 3 HO 34
ERIC

IToxt Provided by ERI

23

Yo




L Structuring Programs

Conducting Input Evaluation of
decisions and activities occuring
during *he program structuring
phase.

IV, Implementing guidance,
counseling and ; lacement
programs.

Conducting Process Evaluation

V. Making Decisions regarding fu-
ture guidance, counseling, and
placement programs and changes
in present programs.

Conducting Product Evaluation of
the costs, effectiveness, efficiency,
and benefit of these programs.

Structuring Programs

IILA  Specify Immediate Program Participants and Objectives

lI:B  Investigate, Select, and Structure Programn Procedures

[.C  Communicate and Evaluate Program Structuring Decisions and Ac-
tivities

Implementing Programs

IV:A  State Procedural Objectives and Implementation Strategies

IV:B  Select Program Staff and Initiate Staff Development Activities

A wide array of counselor competencies pertain here. For example, staff
members should:

IV:B:1

Relate effectively (language, rapport, respect, {airness, support), to stu-
dents, parents, and teachers.

IV:B:2 ,

Utilize (1) existing instructional packages; (2) tests; (3) various rounseling
approaches (client centered, existential, Gesialt, psychoanalytic,
rational-emotive, transactional analysis); (4) specific strategies (use a
problem-solving process to help clients meet their needs; help clients
acquire and apply decision-making skills) demonstrate personal and
social contracting techniques; engage clients in role playing and be-
havior rehearsal activities; assist clients in a self-assessment process;
help clients acquire and apply behavior observation and analysis proce-
dures; help clients learn and practice self-confrontation; train clients in
reiaxation and desensitization techniques; employ reward, extinction,
and punishment principles with clients while helping them use these
tools to shape behavior in their own lives; assist clients to acquire and
use self-management and self-control skills); and (5) various modes
{individual and group counseling and guidance).

IV:B:3

Analyze key factors or the educational system (learning environment,
relationship to the community, resources, requirements, curriculum,
scholarships, strengths, weaknesses) and their relationships to gui-
dance, counseling, and placement programs.

IV:B:4 :

Be sensitive to contemporary problems (drug, racial, sexual) and tradi-
tional problems (family, academic, social skills).

IV:C Prepare Field Test Sites
IV:D Communicate; Conduct, Report and Apply the Results

Making Decisions Based on Program Costs and Impact

V:A  Design, conduct, and report product evaluations.

V:A:1

Determine if students have satisfied their career planning and develop-
ment need ;.

V:A:2

Determine if the satisfaction of students’ needs can be attributed to the
effects of the field test p.ogram(s).

V:A:3

Determine any positive or negative unanticipated effects.

V:B Determine the costs of the field test program(s), relate these costs to the
effects of such program(s), and summarize and display cost-effectiveness
ratios.

V:C Design, conduct, and report studies that identify the most cost-efficient
procedures and prograns.

V:D  Design, conduct and report cost-benefit studies.

ViE Make decisions related to necessary future programs and changes in
field-tested programs; and communicate these decisions and their
rationale.
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Many Exemplary Career
Resourcers Available From
ERIC Document JService

Materials on career guidance and career development
abound. especially within the ERIC (Educational Re-
sources Information Center) document ,ystem. We've
selected some of the most practical current resources to
help you in yourown program planning and implementa-
tion.

To order any of these documents, write the ERIC Docu-
ment Reproduction Service (EDRS). P.O. Drawer O,
Bethesda, Mary land 20014 and supply the following in-
formation: the ED number of the document, the type of
reproduction desired—photo (hard) copy (HC) or mic-
rofiche (MF), and the number of copies you wish. Prices
follow each document citation below. Check or money
order must accompany orders under $10.00.

ED 031 721 Behuvioral School Counseling. A Demon-
stration of the Stanford Career Plunning Project.
Thoresen. American Personnel and Guidance Associa-
tion. Washington, D.C., March 31. 1969. 28 pp.
HC-$3.29 MF-65¢.

ED 038 676 Project Plan. The Busic Role of Guidance in
Individualizing Education. Flanagan, John C. Ameri-
can Institutes for Research. American Personnel and
Guidance Association, Washington, D.C., March 24,
1970, HC-$3.29 MF-65¢.

ED 038 677 The 1970 Plan Guidance Program. Dunn,
James A. American Institutes for Research. Washing-
ton, D.C. 1970. 22pp. HC-$3.29 MF-65¢.

ED 053 561 Use lelevision and Video Tape Com-
pured to Reseo  ug Prinled Career Information as a
Means of Assisang Rural 9th Grade Youth Career
Decision-Making Process. Drier, Harry N. & Jepsen.
David . Iowa University, lowa City. [A; Wisconsin
State Departiment of Public Instruction. Madison. W'
February 28, 1971. 44pp. 1{C-$3.29 MF-65¢.

ED 056 165 Review and Synthesis of Information on
Occupational Exploration, Wesley Eugene Budke.
Ohio State University. Columbus, OH. Center for Voca-
tional and Technical Education. April, 1971. 90pp.
HC-$3.29 MF-65¢.

ED 060188 A Curriculum Model for Facilitating Carevr
Develop.nent. Larry J. Bailey, Southern Hlinois Uni-
versity, Carbondale School of Technology. March,
1971. 20pp. HC-8$3.29 MFF-65¢,

ED 071 000 Educational and Career Exploralion Sy s-
tem. Report oy a Two-Year Field Trial. Roger A. Myers,
et al. Columbia University. New York. NY. Teachers
College. 1972, 130pp. HC-$6.58 MI*-$1.30.

ED 072 208 Curriculum Materials in Career Education
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for the Disadvantaged, Appendix D of a Final Report.
David K. Maxwell, et al. Ohio State University . Colum-
bus, OH. Center for Vocational and Technical Educa-
tion. January 31, 1973. 61 pp. HC-$3.29 MI-65¢.

ED 072 236 .\ Cooperative Development Workshop for
Career Education in Lancaster County. Final Report.
Lastern Lancaster County School District, New Hol-
land. PA: Ephiato Area School District, PA: Lancaster
County Vocational-Technical Schoois. PA. July, 1972.
77pp. HC-$3.29 MF-65¢.

ED 073 226 Career Education Practice. Final Report.
Wesley E. Budhe, et al. Ohio State University. Colum-
bus Center for Vocational and Technical Education.
December, 1972, 93pp. HC-$3.29 MF-65¢.

ED 073295 Current Report on Carceer Development Pro-
jecls. 1972-1973. C.leste McLester, and James L.
Mahrt. Michigan State Department of Education. Lans-
ing Division of General Education. October, 1972.
45pp. HC-$3.29 MF-65¢.

ED 073 296 Career Centered Curriculum Workshop
Handbook. New Albany City Schools, MS August.
1971. 47pp. HC-$3.29 MF-65¢.

ED 073 297 Cuareer Educalion: An Annotated Ribliog-
raphy for Teachers and Curriculum Developers. Elsie
Begle. et al. American Institutes for Research in the
Behavioral Sciences, Palo Alto. CA. January. 1973,
312pp. HC-$3.29 MF-65¢,

ED 075637 Resources for Career Development. Indiana
University, South Bend Indiana Career Resource
Center. 1972. 67pp. HC-$3.29 MF-65¢.

ED 075 639 K-14 Career Education Multi-Media
Catalogue. Lakeshore Technical Institute. Sheboygan
Public Schools, WI. 1972, 129pp. HC-$6.58 MIF-81.30.

ED 078 332 Cuase Studies in Practical Career Guidance,
Number 3. Career and Educational Plannin:g Program
Pioneer Senior High School, San jose, CA. Carol Ann
Arutunian. American Institutes for Research in Be-
havioral Science. Palo Alto. CA. 20pp. HC-$3.29
MI-65¢.

ED 078 334 same as above, Number 5. Computerized
Vocational Information System Willowhbrook High
School Villu Park. L. 22pp. HC-$3.29 MIF-65¢.

ED 078 336 Same as above, Number 7: Developmental
Career Guidance Project Detroil Public Schools,
Detroit. MI. Thelma J. Scott. 24pp. HC-$3.29 MF-65¢.

ED 078 339 Same as above. Number 10, Kimberly Gui-
dance Program. Kimberly High School. Kimberley. ID.
Carolyn Helliwell. 24pp. HC-$3.29 MF-65¢.
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Career Developm'ni

by Garry R. Walz

By way of analogy I'll begin with a once-upon-a-time
story about a great King. He did not want to be remem-
bered for the pyramids he built, nor for the wars he won,
nor for any of his other creations. Hewanted to go down in
history for having made the most profound statement of
all times—one that would have complete universality,
that would be timeless with regard to its truth and mean-
ing. So he summoned all the wise men in his country and
said, “You have to come up with the most profound, the
most significant statement that has ever been generated.
They consulted all the great books; thiey toured, discussed
and traveled. After a great deal of time, they came back
and said, “Your Highness, we are ready. We have found
the universal truth.” And their statement was, “This too
shall pass.” So, no matter what the king said from then
on—it was always true. No matter what the state of his
world, no matter what pain people experienced, as long
as he said, “This too shall pass,” he was right. Things
always changed, tiansition always occurred. Each new
day was at least predictable in the sense that it would be
different from the day before. The king became the first
futurist.

From a historical perspective, you can see that since
time immemorial, man has been very concerned about the
future. Astrologists, wisemen, wizards abound in history.
Every imaginable method of prediction—from supersti-
tion to science—has been employed to foretell the future.
Predicting the future has, over the ages, provided visions
of something better something toward which people
could direct their energies. This has been an important
civilizing element because the belief what will be has
given us hope and (aith, has generated action, confidence,
the desire to move forward.

This is particularly relevant for counselors because
most knowledge concerns the past and all decisions are
made with regard to the future. No matter how much
knowledge we have, decisions are about the future. And
about this we have limited knowledge.

When I was young, [ got moreexcited by one story I read
than by any other—H.G. Wells’ “The Time Machine.”

Yy

Rememoper it—the invention you could usce to dial the
future? By sitting in the time machine you could be car-
r.ed off to the past ages or to ages yet to be experienced. 1
became very intrigued by this notion. I wondered if some
day we couldn’t come up with such a machine. How
many of you would like to dial ahead or back ten years, 20
years, hundreds of years?

In recent years we have not developed time mack..es,
but we have made some predictions as to what the future
will be like. A number of research organizations around
the country are delving into the whole area of futures
research. They're trying to create images of alternative
futures, to sketcn some of the parameters of the future,
and to give us purtial windows of what the future is going
to be like, and what we need to do if we are going to cope
and grapple with that kind of a future.

And there are a number of sophisticated predictive
methods—the Delphi technique or Delphi conference,
simulations and mathematical models—but what they all
lead to, really, is a greater degree if approximation, a
greater degree of some assurance as to what the alterna-
tives are. There is still room, I think, for speculation, for
interest, for personal kind of imaging of what the future
will be. One of my favorite cartoons was in the New
Yorker. It shows a man who has just stepped on the scale
and put in a penny. Qut comes a fortune. The man is
beaming with satisfaction at the phrase, “Your future
success is assured because of your great intelligence and
you ability to work successfully with people. You will be
successful in whatever you do.” His wife looks over his
shoulder and says, *“The weight's all wrong, too!”

I make no predictions or claims today to be a seer-in-
residence or to have a window on the future. But I do
think I can help provide a greater degree of assurance
about the future. By sharing some of my visions with you,
I hope to facilitate your “imaging” process, to project
ab~ 1. to think about the future, and to test out some of
y¢ . :ssumptions or views of what may happen.

.e have a lot of options at this point; we could look at
theresearch, examine the methodology in detail or look at
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vartous forims of technological and sociological forecast-
ing. But I think there ate probably two things that might
be particularly useful to as. st let’s look at those as-
pects of the future that deal with possible crises and
contlicts, Second, let’s examine those things that seem
espectally sigmficant to thuse of use responsible for gui-
dance. counseling, and carcer development. As helping
professionals we'te concerned about helping individuals
d elop competencies and abilities tor dealing with the
tahnown,

I we can image sume of the Rinds of behaviors people
seed to cope adequately with the tuture, then we can
devise systems. develop plans—we can provide the re-
sources to reach that future.

Now what I'm going to say is not drastically different
from any of the things vour've alicady heard. I do this very
pointedly. because one of the interesting conclusions of
futures research is that we need to put a moratorium on
further developmental research and devote our efforts to
the utilization of existing knowledge and experience. Al-
ready there is a large and widening gap between what we
know and what we Anen. So one of the things 'l do here
1 10 relate what we know about human behavior to what
we hope will happen in the future. to put them together
into a new mosaic that will give us a vision to work
toward.

Recently. 1 had a talk with an industrialist who is very
active in local school matters. He said to me*Pve decided
that I'm no longer going to support these appropriations
for education.” Shocked, I ashed why. He told me he'd
been talking to educators around the country. He asked
them the question, “If vou could suddenly increase your
budget tenfold and nse those funds for human betterment,
what would you do? What are your visions. your goals?"
The industrialist told me the answers he got were bland.
unimaginative. and. in his judgment. not attuned to fu-
ture needs. His conclusion was that more money
wouldn’t make education more responsible.

Well. Lam going to try to do some responsible imagin-
. tu pusit a North Star for career guidance and to stimu-
late vou to do the same. You know, mariners have always
used the North Star to get their bearings. Perhaps those of
us i guidance need our own guiding star so people like
Dave Pritchard, Charlie Foster and others can implement
Changes i terms of specific legislation and programs.
Ourapprom hes may differ but Timagine thatour ultimate
anals are very similar,

Iarst, let's look at some of the crises. what 1 call “in-
strumental crises and problems.” They seem to have spe-
vral confrontational meaning for those of us in education
and gindance. These are sot mine. they are crises that
have beendentified through Delphi approaches inwhich
panels of experts have formed a consensus.

The first 1s no stranger to sou. Anyone who has worked
in the values area would probabls have to admit that we
are i the midst of a values crisis. We have moved away
from a society in wlich people agreed upon certain well-
established values—one in which right and wrong were
unnversallv understood, where people concurred in what
the good life was, w herethey could operate on the basis of
sel values, Now our popalation splinters into 4 variety of
groups of the mention of drugs. pornography. sexual
mores. the role of women—whatever. As we deal with
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new issues. we find that there are no prevailing, over-
riding. universal kinds of values. Naturally, this has had
an enormous effect on the behavior of both individuals
and groups. Clearly. some of the alienation, uncertainty,
and anxiety we've experienced in this age is due 1o the
very fact that there are no definitive. discrete sets of val-
ues for people to internalize,

A second kind of crisis or conflict is that we have begun
to reject the egalitarian view. Our Constitution incorpo-
rated the notion that everyone is egual, that equality isan
essential condition of lifein this country. But if we look at
current behavior—political, social. and economical—this
nation doesn't act as if it believes in equality. The ideal
person isn't equal; he (seldom she) is an achiever, a re-

ceiver, an amasser of all the rewards our society has to
offer. But there isn’t much room on that pinnacle. The
number of Iigh, well-paving positions is limited. Thus,
many individuals are bound to experience ego frustatra-
tion and severe disappointment. As we find new. emerg-
ing groups—women. minority groups, students-
—demanding greater recognition, greater individual suc-
cess in oursociety just becomes morcof a problem. People
aresaving. “We don’twant tochange it. What wewantisa
bigger slice of the pie, more of the rewards, satisfactions
that our society has to offer.”

A third Kind of conflict or crisis is something I call the
“inadequate future-focused role image.” That's a tonque
twisting phrase. By this I mean that people. especially
voung people. find it increasingly difficusi to project
themselves into future social roles. More and more, we
have seen a tendency in this country. as in most western
countries, to associate worth with position. This feads the
individual to equate success with job status stereotypes.,
to strive toward those positions that offer external re-
wards. The push toward going to college or toward white
collar occupatio s has created future-focused role images
that clearly will not work out well for many individuals
because of the limited openings for @ ach people. The
external reward images many people hold do not jive
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with the realities of our social structure,

Since L have been associated witl career guidance I've
heard an ongoing complaint about what to do with q
voung person who should ne tired from an job because he
lacks committment or enthusiasm. Over the vear there
have been divergent views on the right strategy to use in
this situation

But one thing is clear—we haven't helped people acquire
the motivation or desire people they need in order to
perserve.

A word that you hear a lot these days is survival. Sev-
eral educators have identified this as the Survival Age of
the School. Faculty and other school personnel are con-
cerned 1ot with moving ahead. not with breaking new
frontiers. hut merelv with being able to survive the crush.
I think we have to speak to the fact. too. there we are in an
erainwhich the kind of survival needs that are important
to our sodiety are changing. \WWe grew up as a frontier
society that rewarded aggressive, competitive behavior: it
was once essential to our survival, In recent years how-
ever, we have moved to a society whose survival depends
upon such matters as mutual understanding, empathy,
consensus decision-making and interpersonal interac-
tion. Yet, by ali the measures we have as to where our
voung people are—how they regard conflict, how they
view cooperation—if we judge our school systems and
our education by these criteria, we haven't made it.

A sociologist whol think is probably the greatest social
critic. of our era, has noted a developing trend he calls
middle class hedonism. He identifies middle ¢lass
hedonism as an increasing tendency for people to care
more about experiencing immediate pleasure than plan-
ning for their own personal welfare i the vears ahead. to
experience pleasure or self-satisfaction. Their attitude re-
flects a willingness to say, *1I'm so unsure about the future
and what it will bring that [ want to live for now * Do
parents show an increasing or decreasing willingness to
put money into the education of their ysungsters ? Or will
higher education become soley a government function,
not the result of any parental aid? Dr. Kirk from California
recently said he was quite sure that in the future there will
be a financial aid structure in which every youngster has
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available to him . certain amount of money for long-term
use. irrespective of his parents’ mcome. Dr. Kirk thimks
this will come about because. although parents may have
the money. in many cases they are 0ot prepared to devote
it to the educational upbringing of their voung. We see
this happening in many families and it has a profound.
effect on the kind of education people receive and the
behaviors they adopt.

Credibility. Evervbody likes to talk about credibility
these days. [ suspect that if there is one “condition” we've
all lived through. it has been the experiencing of the
credibility gap. a loss of faith in many aspects of our
society. our institutions. our leaders. No longer is a presi-
dent of a corporation. a teacher. or a parent greeted with
unquestioning respeet. trust, faith, or confidence. Some
of our more thoughtful social critics have suggested that
the really important residual of Watergate miay be that we
no longer have a language for communicating in those
terms that were once meaningful to us. Have vou talked
with a young person lately about law and order. honesty,
truth, morality. beliefs? These were words so manipu-
lated, so used that some sociologists are saving we need a
new language. because even words are suspect in our
society today. What does trust reallv mean? Is it trust from
me to you? Does that include trust from vou to me? Can |
trust you? And so todav. in .n age of consumerism. peo-
ple will no longer accept statements at face value,

Another major crisis we face is the premature arrival of
the future—Future Shock. 1 was closely associated with
Gil Wrenn when he was writing The Counselor in ¢
Changing World. As you may know. he assembled a panel
of specialists to study and predict the future. His com-
me 1t to me was, “ You know, Garry , Fmade a big mistake.
When these futurists came together and projected the
future for me, Ldidn't believe them. read their thing and
thought, *Here is more of that Buck Rogers stoff; it's sci-
ence fiction, It sounds good on paper, but counselors
won't believe me if [ say it So Wren personally toned
down the estimates of the future in his book. Butas he told
me later, “If [ had the chance to d- 2V again | would leave
those seemingly way-out predictions in there. Because
they came tree by the time the hook was only a few vears
old.”

The future has arrived. And with it come more oppor-
tunities for choice than many people ¢ m handle. These
almost unlmimited opportunities and choices lead many
people not fo an expanded life but to a rigid, fixated life
because they are overwhelmed. If they go to the super-
market, they're confronted with 50 different brands of the
same produet. All the packages are attractive, so how does
one make a choice? Throughout one's lifetime these
choices increase exponentially. So we have the casualty
of Future Shoek. People who grew up in carlier vears may
have developed an emotional equilibrium; but this is no
longer fits on age * 2 which choices must he made at rapid
speed.

Here', .1 interesting bit of data—in a recent Gallup
suriey young people, ages 18 to 25. were asked to name
their first choice of any occupation. Do vou know what
most of them wanted to be? A lawyer. Why? Well, mayhe
because, in this world, if you reatly want to cope with
your frierd., you'd hetter be a lawyer. But if vou look
more deepty into the results, you'll see that in a time of
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uncertainty and anxiety, people are moving back to the
more traditional ovcupational and career choices—with
the 1dea of bringing back the past. the traditional. the
vonservative—wheie there is security. Colleges too are
reporting g shift away from the more humanistic majors to
the more traditional—science. law, medicine. and others
that over the years. we have associated with career de-
velopment.

A few years back. someone said, “There’s something
wrong with the statistics we keep in this country. We have
the Gross National Product and other measures to de-
scribe, instantaneously, the economic condition of our
country, our world. But can we refer to the state of the
people? What is the human condition at any given mo-
ment? Can we say what it’s like to live in this country,
what it is like to be a person in terms of a given time
period?” And so, as a result of this kind of interest by
HHEW, a whole new movement began, aimed at the de-
velopment of social indices. We developed these social
indices so we could speak with the same degree of cer-
tainty about the condition of life as we do about economic
conditions. Now these soctal indicators do not paint a
rosy, optimistic picture of living conditions in this coun-
try. This pessimistic view is further substaniated by the
polls and surveys of Yankovich, Harris and Gallup, which
show that people are beginning to exhibit negativism
about themselves and their ability to cope, their abilility
to deal with the future, their feelings on where they are,
the lives they are leading. One of the best selling non-
fiction books today is I'm O.K., You’re O.K. Why is it so
popular? Perhaps because so many people feel they are
not okay. Of course. the implications of this for career or
life satisfaction are enormous. People who don't feel satis-
fied or personally coinfortable cannot experience mean-
ingful kinds of lifercareer development.

There is one other crisis. I struggle for a lable. a name for
it. It's what happens when you listen to the radio or watch
TV. One evening [ heard about urban bankruptcy and
decay. unemployment, inflation, the energy crises, crime,
international tension, racial upheavals, and the demands
of taree special interest groups and two kidnappers. Not
bad for a half hour of reporting. What would you call it?
For lack of anything better. I call it a crisis of crises.”
Probably at no time in history have so many crises occur-
red simultaneously. And particularly meaningful, I'think,
is that when vou look at what is happening, you have to
say thatall of our solufions themselves become problems.
Perhaps one of the best examples of this is the energy
crisis—the more we try to do, the more involved, the more
difficult things become. So to deal with these com-
pounded crises. we ignore, avoid, pull back. I always
wake up to the clock radio. Sometimes when the news
comes on [ just pull up the cover, turn up the rheostat on
my energy-consuming electric blanket and try to think up
excuses for staying in my own little womb for the day.

All of this paints a very dismal picture—a lot of
negativism. problems. conflicts: but how are future peo-
ple going to respond to this? What kind of behaviors will
they be likely to develop in order to deal with this kind of
world? If [ could structure an ideal system of career de-
velopment. one that would enable people to grapple with.
cope with. mayvbe even triumph over their
existence . . . how would 1 go about it?

One behavior that 1 would value highly and that |

would build into this systemn is the ability to “image
potentiality.” One of our « cates! needs today is to enable
people to inage potentiaiity i.2 ways that theil previous
educ.tional and socialization experiences have hindered.
Ithink the resear<h is very cle. when people experience
what we call socialization i this country. it is predomin-
antly negative experience. On.: of the least disseminated,
least acted-upon pieces of1esearch that I know of is Fali’s
“Pygmalion” research, which proposed that if you treat
people as highly creative, responding an.i developing,
they will greatly exceed their statistical or expected be-
havior. Dale talks about the right way to use tests—live
with someone so that you can upend the expectancy ta-
bles. Also note that most research on ‘human limitations
suggests that these are largely a function of the training a
person receives rather than of inborn characteristics. So
many of our current career approaches are limiting ap-
proaches. Murphy has said that one of our greatest voids
in science today is that we have ignored and inadequately
responded to the development of human poten‘ial. This
would be a most meaningful goat for us to pursue in our
career development programs.

The second behavior I would develop is what I call the
“expressing uniqueness through contigency plan.” De-
sirable outcomes just don‘t always come about. We live in
a world that demands planned, purposeful approaches
that take the unexpected into account—in personal de-
velopment, career realization or whatever. Further, notall
plans work for all people. The individual differences in
the typical calssroom are so great that no matter how
esoteric or skillful we are, if we continue to stay with a
common denominator of information, we will deny the
needs and interests of a large number of people. What I'm
suggesting then, is that we need a kind of planning that
speaks to individual differences and affords people the
opportunity to express their uniqueness. I'll remind you

that guidance came about as a result of the psychology of
individual differences. Guidance needs to maintain its
responsiveness 1o those differences and to help develop
contingency plans. We cannot always predict alternative

LY A A S BN 215 I

ERIC

Aruitoxt provided by Eic:

1}




conditions accurately. but we can prepare for these pos-
sibitities as a function of our plan. This is the only kind of
planning that is dynamic and meaningful in a highly
changing world.

A third behavior ! think we should adopt is “per-
sonalized knowledge utilization.” Earlier I said that some
futurists think we should call a moratorium on new re-
search and instead focus on how we acquire and use the
knowledge we already have. Take. for example, the
farmer who refused another course in agricultuse because
he already knew far more than he was using—his prob-
lem, like ours, is not to have moie information laid on
him, but to be more effective in using what is aircady
available. The schools are becoming indundated by au-
tomated information systems which make information
retrieval a nearly instantaneous process. Colleges across
the country are using computer terminal systems that
hook up to large data bands. Coleman has said many times
that our schools are information-rich. A major emphasis
that we have to develop in our life career development
approaches is that of intellient inquiry the raising of
signif'zant questions. If you know the right questions to
ask, your dilemma is half-solved. The problem is being
ableto say, “These aretheelements. Thisis the problem.”

Unfortunately, this country teaches peopie by the work
value or work lozd method. How do you learn? Somebody
gives you the questions and you provide the information.
Maybe it’s timne to reverse the process, to recognize that
truly significant leatning comes about as a result of the
individual’s becoming .%illed in inquiry. Along this line
I'm reminded of a clas=i. study conducted in Minnesota
in 1942 in which incemirg freshmen, were asked “Of all
the things you didn’t receive in high school, what would
you have liked most to receive? What do you suppose
were their answers? This may surprise you—how to
study, and vocational guidance. A similar study was con-
ducted more recently by the YWCA. The girls questioned
said that what they would most like to receive is help in
studying more effectively, and assistance in career
decision-making.

Well, you see, the point I want to make is that access to
information and the ability to use that information in our
society, is power. A recent survey of corporation execu-
tives asked, “What is the most important part of your
job?”” And overwhelmingly they replied, ““Access to in-
formation.” If I have access to information you don’t have,
I have a tremendous advantage over you. Today many
minority groups and oppressed groups recognize thisand
want their share of access to information.

Intheearly Seventies the Saturday Review of Literature
published the results of a ten-year longitudinal study
concerning significant change factors in education. They
wanted to use these findings as a way of projecting into
the future. They concluded that there were only two sig-
nificant factors that had led to change in education during
the previous decade: student and minority group ac-
tivism or confrontation. Those of you who were in higher
education during that decade will recall what it was like.
Changes that had not been made in hundreds of yea:s
came about very rapidly as a result of that struggle. This is
my way of illustrating the point I wish to make; namely,
that every individual who's with it in terms of life/career
development will become sophisticated in conflict utili-
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zation,

As people develop self-in*erest advocacy, as they ex-
press and strive to defend what is important to them, they
will come into conflict with each other. If you have every
worked in the area of value clarifiation, you know how
quickly this process leads to conflict, because as we be-
come clear as to what our values are, we discover how
different they are from other people’s. Neither guidance
nor education has prepared us to deal with conflict. |
think we're now awakening to the fact timt the effective
utilization of conflict to bring about change and growth is
the essential ingredient in the behavior of future man.

You've heard the term “intimate enemy.” It expresses
qnite eloquently the relaticnship that exists between mar-
ried people. How do they improve their relationship? To
some extent they do it by fighting, by utilizing the con-
flicts that develop. Instruction in the constructive use of
conflict will increase in institutions; you'll find it in mar-
riage counseling, student groups, and public agencies.
There is a definite and compelling need to prepare people
to be more comfortable with and constructively respon-
sive to the conflict that exists in our society.

Conflict utilization is akin to what I call “relating and
reaching,” two crucial behaviors for future man. We need
to be able not only to relate, to reach out, but to do so
quickly, warmly, and meaningfully. Maybe you've read
the book, Centact. It's a study of human interrelationships
by two psychiatrists who suggest that the first four mi-
nutes of any human relationship are the most crucial. Or,
as Toffler says, in the future relationships are guing to be
made and broken with fa greater speed than in the past.
What we have to do is dev lop the capacity in people for
achieving an immediate sense of personal communica-
tion and intimacy. Our tradition ideas concerning long-
term relationships are beginning to feel this emphasis. A
girl I know who recently married went to pick out a
wedding gown. She found one she liked very muchbut it
was too expensive. The sales girl, sensing her hesitation,
said, “Don’t hassel it, honey; you only get married two or
three times in your life.” How many of us are experienc-
ing changes in situations or relationships thcuaght were
lifelong and lasting?

The human relatability factor is being stressed in many
settings, in fact. The Marriott hotel chain, for example,
now provides a week of sensitivity training for its wait-
resses. All kinds of groups are finding that the ability to
team, to be a group member, to consult, to relate, to com-
municate, is essential for productivity and achievement.
One of our concerns is human effectiveness and human
efficiency. The human relationship factor will be increas-
ingly important. We're experts on this. Have we, as gui-
dance people, focused sufficiently on this human relata-
bility? If not,how can we help people develop the kinds of
relationship skills they’ll need in the future?

I'vc already talked about values, but I would like to look
at them a little differently for my sixth point. We need to
develop the behavior of “valuing.” By valuing I mean
three processes—1) continually examining and develop-
ing values; 2) personally taking the responsibility to act
on those values; and 3) assuming responsibility for the
consequences of those actions. Certainly, we doubt the
extent to which many of our leaders engage in valuing as
3ve described it. As several news magazines have com-
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mented, isn’t it strange that so many of the best educators,
1ho represent the finest in American culture, are in-
volved in situations that could only be described as il-
legal, crooked, immoral, or unethical? Stanley Milgram
certainly demonstrated some frightening results in rela-
tion to the issue of responsibility. You may recall his
experiments at Yale on personal values or conscience
versus obedience te authority. What he found was that
people’s tendency to accept authority can readily over-
ride their personal values. Briefly, he asked people from
all walks of life tobe “teachers’ and to administer shocks
toanother person, a "‘learner,” each time the learner inade
a mistake. The learner was in another room where he
could be heard but not seen by the teacher. The teacher
was told by the experinenter (the * Authority” to increase
the voltage progressively each time the learner made a
mistake The volatage indicator went froin 15 to 450 volts
into ared zone inarked ““Danger.” As the experiment went
on. the learner (an actor). comnplaine ' he was being hurt,
and screained progressively louder 1., agony. Some of the
actors had inock heart attacks before the teacher (continu-
ally urged experimnenter) refused to administer any
further shocks. Some teachers used all the levers on the
machine.

Milgram had asked psychologists from all over the

In one scene froin the book a group of young men who had
been out on a long, strenuous hike return ard find a
tempting meal on the table. The waiter makes them stand
infront of their plates for 15 minutes. They can’t touch the
food or hold the plate—they can only look and smell the
delicious aroma. They experience delayed grat.fication
and are rewarded by eating.

The ability to persist toward a goal, to overcome frustra-
tion, problems and failures, is what we need to program
into many of our life/career development experiences. We
need to insure that one day peope will learn not to do just
those things ihat are immediately satisfying, but will
learn to devot themsclves to long-term goals.

Skinner says that his greatest concern about contem-
porary society is that there is no way of rewarding the
person who plans for the future. All our current societal
rewards ure for immediate kinds of behavior—drugs, sex,
the new life styles, communal living—all of these bring
immediate reward. The ancient Greeks defined happi-
ness as the complete use of one’s farulties, extending
oneself to the limits of one’s capacities. It is this kind of
persistence we need to foster through our life/career de-
velopment efforts.*

*For an elaboration of some of these points. seeImpact, Vol. 3,No. 1, “Are We Free

to Have a Futurc,” by B £ Skinner, a presentation made at the Future Worlds
Lecture Senes. Ann Arbor, Michigan. April 4, 1973,

In closing, 'et me comment on the state of the human
condition. The most meaningful behavior man exhibits is
the ability to love and to be loved. If you walk into any
bookstore today and notice the books that are most com-
monly displayed, you'll see that the majority of the non-
fiction books spean cf how one can gain greater personal
fulfillment—to be loved v others and to be loving to
others. Scientific socialization experiments show that
this is not a common experience or capacity. But this
matter of personal fulfillment is very crucial to the whole
milieu of life/career development. If we're going to live
deeply enriching or contribute to society, we must begin
with positive self regard. As I said earlier, some people
really don't think of themselves as okay. We have to
realize that what people need is not more information, not
more competencies in the usual skill sense, but a sense of
personal empowerment, power that comes from knowing
that you can love others, that you are worthy of their love.
This kind of strength, which comes from the respect you
have for yourself and others, can’t be taught; it can only be

world to predict how people would respond to such a
situation. The psychologists overwhelmingly predicted
that individuals would refuse to continue such an exper-
iment That they were wrong is a frightening commentary
on our behavior. There are Eichmanns in everybody. After
all. by some definitions. he was just an efficient bureauc-
rat He was aghast at what was happening in the concent-
ration cainps. but he went against his own set of vahies
because he wanted to be an efficient. effective bureaucrat.
He did what higher authorities told him to do. so he could
earn their praise and rewards.

My next point is a personal one and 1 think I can best
explain it by using an example from B.F. Skinner's
Walden I Skinner proposed creating a utopian society
through human engineering via a reward structure that
would assure that all behavior would be desirable be-
havior.
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Tearned. It has to be a crucial function, a crucial outcome
of what we call life/career development.

What I'm saying was said, in a sense, in the book,
Jonathan Livingston Seagull. As a young bird, Jonathan
begins to experience some of his uniqueness. He does’t
know what his potentialities are, but he begins to experi-
ment with them. He finds that there is a new world out
there; he tries his wings—he can soar, he can do things
others can't. He finds a teacher, a master, who will help
him develop his special flying abilities. Then he finds
that there are other seafulls trying to excel just as he is,
trying to push the frontiers of what a seagull can do.

Perhaps life/career development in the years ahead will

‘bring out the Johnathan Livingston Seagull thatis in all of

us—perhaps it will give us the courage to experiment, to
test our reactive capacities, to reach beyond the bound-
aries of the now into the limitless future.
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Career World

Curr cutum Innovations, Inc

501 ake Forest Avenue

Higrwood, IL 60040

$2 65 Published monthly dunng school year

Eacn sssue features a systematic examination ¢* one
career cluster compatible with the pians of the US
Ottice of Education and the Department of Labar An
up-to-gfate guide for students 1n junicr and senior high
schools

The Working Mother

Maternat Information Services. Inc
46 ‘West 96th Stree!

New YCrk, NY 10025

A newspaper providing help o mothers who work. for
examg.e. how 10 hind or set up day care services and
laws that ai*fect working. single or divorced mothers

REPORTS

Career Development: A California Mode! for
Career Guidance Curriculum, K-Adult

Joseph € Cunha, and Others, Eds

CPGA

654 £ Commonweaith Avenue

Fulierton, CA 92631

1972, Monograph #5

Description of a conceptual framework for the de-
vefopment of career guidance programs. ways fo de-
velop career gusdance objectives in at-home setlings.
techniques of implementing those objectives,
methods of evaluating career guidance programs.
plus examples of objectivs at vanous grade levels

Career Education

Descnbes the concept of career education—to pre-
pare students for a successful hfe of work by increas-
ing theur options fos occupational choice, by eliminat-
ing barpers 0 oblaining job skills. and by enhanCing
learmng achievement in all subject areas and at all
levels of education Rev 1972, 10 p J HE
5280 80075-72 S/N 1780-1081, 20¢

Career Education For Lelsure Occupationa:
Curriculum Guidelines for Recreation, Hospitality,
and Tourism

Presents guidehnes designed 10 assist educators in
developing career education programs with specific
focus on the leisure occupations Discusses the leis-
ure phenomenon, the rapidly growing lessure industry,
cateer opporiurmsties, and cmployment requirements
for leisure occupations 1972 77pp «f 7W $1 25

CainerEducationin the Environment, A Handbook

Designed tc be used in secondiry schools 1o explore
environmental problems and sclutions and o provide
information on existing and emerging Carcer OppOr-
tumnies inthis fieid 1972, 407 p it PES56/2 ENB2SN
1760-0892 $3 00

A Comprotiensive View of Career Development
APGA Subsciot.un Department

1607 New Hampsi..ce Avenue N'W

Washington DC 2000y

3500

An APGA-ERIC/CAPS monagraph containing contnbu-
ticns based on presentations made at the June. 1973
APGA-Impact Workshop on Career Development ard
Career Guidance held in Ann Arbior, Michigan

Essays on Career Education

Conlains a compsiation of essays by experts inthe fieid
cf education offering an atray of objective judgments
on the condition of education 1 Amenca 1973 265
op HE 52C 18/4 SIN 1780-01147 $2 10

Selected Career Education Programs For The
Handicapped

Each program descnplion gives the name and ad-
dress of the prcject director. number and type of hand-
icapped persons participating in project activities.
major thrusts, speciai features, significant accomp-
hshments, and skits or Skill areas emphasized 1973
24 pp 1t 8W 40¢

Order the above documents from

Public Documents Distribution Center

5801 Tabor Avenue

Philadelphia, PA 19120

{make checks payable to Supt. of Documents)

RESOURCES

“Bread & Butterflies"

Agency for Instructional Television
Box A

Bloomington. IN 47401

Anew career development senes for 910 12 year-olds.
consisting of fuli-color senes of fifteen 15-minute prog-
rams beng produced by four agencies n different
areas ofthe country This spnng test p:ograms will be
broadcast in selected ciassrooms with distribution of
programs schedules for September For additional in-
formation contact the above address

Career and Educational Planning Sourcebook
The American Legion

Department §

PO Box 1055

indranapolss. IN 42606

§0¢ each, quantity prices available

This annuatly revised handbhook hists SChotarstup joan
and career and educauonat planmng sources it
compamon leatiet A Guide For Parents Students
suggests planming strategies  $6 00 per 500 copres

Career Awareness inventory

Instructional Matersals Service

Stone Halt

Corneil Unsversity

ithaca NY 14850

Manuat. $2 00. instrument $15 00 per packet of 30

A saquence of seven shos! tests for elementary S¢hoos
chiidren to determine knowtedge and alitudes about
occupations Subtests reveal awareness of skiits,
status educationat requirerments products and pro-
cesses an¢ job clusters

Career Education Resources Guide
Gereral Learning Corporation

435 Middieford Roag

Palo Alto CA 94301

$4 25

Informalion for K-14 career activilies coHecied
throughout the nalion, the activilies can generally be
concucted in any size schoos

Current Carecr information (1973 Edition)
Nationat Vocational Gurdance Assn

APGA Publications Dep!

1607 New Hampstire Ave, N W
Washington. DC 20009

$2.00

The sixth edition of this resource book hists and
evaluates over 2,800 books. pamphlets and¢ career
films from Hoth commercial and government sources
Ordenng instructions include d

Directory of Special Programs For Minority Group
Members: Career information Services, Employ-
ment Skills Banks, Financial Aid

Garrett Park Press

Garrett Park, MD 20766

Adirectory developedto aid Black. Spanish speaking,
Native. and Asian AmeriCans in obtaining employmerit
n vanous prefessional fields and in financing under-
graduate and graduate education Summarizes finan-
cial ad nformation, speciai employment tramning
programs and talent banks that serve minonty ¢.,ndi-
dates

Going to College Handbook
Outiook Publishers, tnc

512 Eas! Main Street
Richmond, VA 23219

1972, $100

A magazine for students containing fealure alicles
plus descriptive articles and hstings of vanous col-
leges and universiies

A Highway to Work and Play
McKnight Publishing Company
Bicomington, it. 61701

Specimen set with feacher s guide
32 00 per Awareness Level

Anelementary career development program designed
to help elementary level students develop an aware-
ness and understanding of themselves, others anc the
world of work in which they hve Available in six differ-
ent Awareness Levels which corresgond with grade
levels

Lite/Career Development System
Human Devetopment Services. Inc
PO Box 1403

Ann Arbor. MI 48107
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Personnel Development in Career Education: A
Selected Bibliogrtaphy

Forantormatonregarding availapitity and S9st contact
Ms M Tapman

US Ottice of Education

Seventn and D Streets SwW

Wasmington DC 20202

Contains annotated resouces on career educalion
f1o0m DOOks dissertalion abstracls, pernodicals and
306 oiher ¢ocments A supplemental hist of 126 unan-
notated docurnents has aiso heen incorporated into
thes gocument An extensive coverage of hilerature ra-
garcing personne! develcpmer? in career education s
also mcluded as a resource ‘of parsons engaged in
career education who have responsibility for prepar-
ng and utizing staft eflectively

The 18 Almansc

Approach 13-30 Corperation
1005 Oid Maryville Pike
Knoxvilie, TN 37920

60¢ per copy

An annual educational handbook designed {0 hetp
gh sChool semiors overcome those pre-gradualion
anxieties and doubls and make sound career, educa-
tion and gersonai decisions

Vocational School Picarams Counselors Kit
Super ntendent of Documents

US Government Punting Office

Washington, DC 20402

(FT 12 vB85) 8275

A kit of matenals developed by the Fegeral Trade
Commussion {0 alert prospective students of career
lrayning prograrms {0 cntical facts to consicer 1n mak-
ing decisions and commitments Contains fact sheels
transparency masters. buyers’ guides. and guidebook

Who Am 1?

Education Ventures, inc
209 Court Street
Middletown, CT 06457
Order No EVI 6003. $100

A manuaf designed by the Achievement Motivation
Development Project at Harvard o help students
clanfy self-image through understanding of the per-
sonat strengths and environmental, culiural pressures
that coninibute 10 1dentity Readings discussion, indi-
vidual questionnaires, and group activiies help the
student identity personal concerns and goals with
greater prectsion

Youth: Transition to Aduithood

Report of the President s Advisory Commitiee Panel
On Youth

University of Chicago Press

5801 Eis Avenue

Checago, IL 60537

$8 50 Hardcover, $1 95 Paperback

The Panel headed by James $ Coleman concludes
inmits report that schools fait to help youth develop skitls
for earning a hiving or managing thesr atairs

Csreer Development Resources
Harrey N Drer Jr Editor

Charies A Jones Publist ng Company 1973
Worttungton  H

Content and urdenng infarmation 101 nyver 2000 hims
HImstnos records tapes wils Gdmes Luuhks dng other
punted matenals greuped Yy Giade level ana “elected
by professionais to mect iedrnung objectives in Miree
areas of carger education seif-understanding the
we * work and ca-eer pianming and prepasation

Career Education and the Elementary Schooil
Teacher

Hoyt Pmson Laramore & Mangum

Olympus Pubhishing Company

937 East Ninth South

Satt Lake City UT 843105

208pp 56 95 hasdbound $4 95 paperback

A book designed to help elementary school teachers
and admnistrator s understand career education pre-
cepts and include career education concepts in the
daily classrocm expernience

Career Educ-tion for Gificd and Tziented Students
Kenneth Hoyt and Jean Hebler

Otympus Publishing Company

256 pp $7 95 1SBN 0.913420-33-6

Considers the special career probsiem. of gifted and
talented sludents and how scheots car help gitted
students find satistying and productive careers

Career Education: What it Is and How To Do it
{Revised Edition)

Hoyt Evans Mackin and Mangum

Olympus Publishing Cc mpany

240 pp S7 951SBN 0 913420.31-x

A review of the progress made in career education
smce the first edition of this book along with ideas on
how to implement a career education program ir. a
SChool system

Career Guidance: A Handbook of Methods
Campbell, waiz, Mitler and Kriger

Charies € Mermil Publishing Co

1300 Alum Creek Duve

Columbys, OH 43216

432 pp . $12 50, #8894

Aworthwile adjunctto any career resource library, this
volume speaks {0 a number of concerns involved inthe
impletentation of career guidance educat onal con-
sideralions, populalion subgroups with special needs,
method types and approaches. and gudelines for
program developinent

Counter Point: The Changing Employment Service
Mirram Johnson

Otympus Publishing Cornpany

200 pp 57 95 15BN 0.913420-11-5

Covers questions about how the public employment
service [ooks 10 an insider and s role in the labor
market

Exploring Careers

Lothrop. Lee & Shepard Co

6 Henderson Dave

West Caldwell NJ 07006

Ages 10 and up each book $5 50

Athoroughly enjoyable way t0 introduce young people
to the wortd of work complete with on the-job photo
graphs Tells of jobs avartable work done skiils ap
ttudes education required and possihilillies for ad.
vancement

The Guide To Career Counseling
Success Resea ch Consultants, Ing
17055 S Oak Park Avenue

Tinley Park, ' 60477

8345

A convement tebsrence source for counselors  in-
LIUCES SUh IGL LS b selt-analysis guides ¢oal set
biig provesses developing etters 1o prrospective ¢mp-
luyers thie 90 most common interview questivns el

On-The-Job Training and Where To Get It
Robr - A Liston

Siron and Schuster

One West 39t Si-eet

New York NY

1972

Addressec 10 non colivge bound youth, s book em-
prasizes e chignily of work the need for deveiopment
of a marre'enle skiti and the seed (o 100k to the future
when traiming for a career Career frields are examined
laterally as well as vertically

What Color Is Yeur Paracnute? A Practical Manual
For Job-Hunters & Career Changers

Nelson Bolies

Ten Speed Press

Berkeley. CA

1973.201 pp $395 paper 47 95 hardbound

Apracticalapproach tofinding ajob Especrally usefus
fur the professional adult secking a new career or
switChing jobs

Working

People Talk About What They Do All Day And How
They Feel About What They Do

Studs Terkel

Pantheon, $10 09

A bathant portradt of An =ncans al work that takes the
readers inside the uves anu 'echngs of over 100 work-
ing people—doing virtuaily e vy kind of 1ab Amerss
cans do Just about everybody 15 represented here
frorn the hospitat aide 10 the stesp miner and thay teli
what they reaily do alt day. what they think about. and
vihat they really wish they coutd be doing

MISCELLANEOUS
Future Shock
McGraw-Hill Filins
1221 Avenue of the Amerncas
New York, NY 10020
42 minutes, color
purchase $575 00, rental $35 00

Reporting developments winch eviddence the rapyity
of change in the world. the message of this fiim (based
on Totfier s book) revoives around the need for man 1o
mantam conlrol of the effects of change and of his own
destiny Useful wilth senior tugh and adull groups

EDRS Ordering Instructions

References in this publication that have an
ED number may be ordered from the ERIC
Document Reproduction Service (EDRS).
P O Drawer O, Bethesda, Maryland
20014 To order any of the ED matenals,
the following information must be fur-
nished The ED number of the document,
the type of reproduction desired —pholo
copy {HC) or microfiche (MF). the number
of copies being ordered Ali orders. must
be n wnting Payment must accompany
orders under $10 00 Residents of llnors
and Maryland should pay the appropriate
sales tax or include a tax exemption cer-
tficate
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Back Issues Available
at Special Prices

ue to reader interest and requests. we are making back
issues of /mpact Volume 2 available at last year's pnices
Sorry. but we're already out of issue No 1 Limited supply,
so order soon

Number 2 (Career Guidance: Supersonic Predictions &
Earthly Realities)

Shifting Priorities and New Techniques for Career Guidance
Is Motherhood Facing Decline?

Report of the National Advisory Council on Vocational Edu-
cation

Purdue Poll #94 on Career Expectations

The New Human Game of Life

($1 00 each)

Number 3 {Accountabllity: Days of Reckoning)
Toward a Humanistic Accountabulity (Lessinger)
Futuristic Training Modules The Texas Plan
Guidelines for Developing Accauntable Programs
Accountability: Foibled Fable o: Solution?

($1.00 each)

Numbers 4 & 5 Combined (A Montsge of Sexuat Con-
ceins & Helping Apprcaches)

Sex Thexapy Today. Bisex Teamwork

Sexual Health Knowledge Quiz

Sex Education. Facing Facts and Failures

Sex Roles in Mountain Communes: Utopia Lost

Harold and Frank A Hormosexual Marriage

4
Visins Counseling the Gay Community
=7 Sex and Circumstance. A Game

($2.00 each)

Number 8 (Adoiescence is Still the Hardest Time of All)
Adolescent Suicide An Interview with Jerry Jacobs
Counseling the Potential Ruraway

Counseling Where it's At

Volunteerism: New Directions for Helping Hands
Preparing Peer Counselors

The Fundamental Learning Expenence

($1.00 each)

Foreign Subscnibers Please add $1 00 to total cost to cover
handling and mailing
To order back issues, send check or money order payableto
The University of Michigan to.

Impact/C

ERIC/CAPS

2108 School of Education

The University of Michigan

Ann Arbor, Mi 48104

r..........................................q
IMPACT/C ORDER FORM
Please send me the following back issues of Impact Vol-
ume 2 at last year's prices:
Issue Number Price Amount Enclosed
No. 2 @ $1.00 each $
- No.3 @ $1.00 each $
Nos. 4 &5 @ $2.00 each $
No. 6 @ $1.00 each $
TOTAL
Name
Position
Address
Phone.
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An Experimentalist
Approach To Counseling

R3O

R

Richard T. Knowles
and

Cho-Yee To

Ll

i Fman Servics

AN ERIC/CAPS PERSPECTIVE ON THE PREPARATION,
TRAINING AND FUTURE OF THE
PARAPROFESSIONAL COUNSELOR

Libby Benjamin
Sherry Davidson

Wendy Suss

With a Foreword by Garry R, Walz

An Exerimentalist Approach to

Counseling .. . e Ce [Js$3.00
Paraprofessionals in Human

SEIVICES . ot e e e D$300

Send check or money order payable to the University of Michigan to:

ERIC/CAPS Publications
2108 Schooi of Education
University of Michigan
Ann Arbor, Ml 48104

IMPACT VOL 3 NO 34




The ERIC Scope:
L Part 2 ,

Thisis the second in our series of brief
descriptions of ERIC Clearinghouses
and their respective scopes and func-
tions. ERIC invites you to visit these
facilities and take advantage of the many
resources, documents, books, journals,
films and other materials housed in
these clearinghouses. And we're sure
you'll derive a great deal from visiting
and talking with their resident experts on
various aspects of education.

Educational Management
320 Hendricks Halii
University of Oregon
Eugene, Oregon 97403

The subject area of the CEM Clearing-
house is the administration of educational
organizations at elementary and secon-
dary levels, including educationai
facilities. A "“hot” topic of current concerr
at this clearinghouse is merit pay. CEM is
in the process of preparing publications
and background information on this topic
and will perform manual or computer ser-
vices on merit pay for interested parties.
CEM has access to Lockheed’s Informa-
tion Retrieval Service, Research and in-
formation Services for Education (RISE)
and many other computer-based search
systems.

Information Resources

Stanford University

School of Education

Center for Research and Develop-
ment in Teaching

Stanford, Caiifornia 94305

The Information Resources Clearing-
house {formerly Madia and Technology)} is
responsible for information onthe applica-
tion of new media and technological innc-
vations to education, including such sub-
jects as instruction and programmed
learning. Recently the clearinghouse has
focused its attention on the theme of
“humanization” of media and tech-
nology—a shift away from hardware and

toward the learner and his environment
Recent clearinghouse involvement in
humanization-related conferences and
publications promise greater emphasis on
user-oriented services within information
dissemination systems.

Exceptional Children

The Council for Exceptioral Chil-
dren

Suite 900

1411 South Jefferson Davis High-

war
Ariington, Virginia 22202

ERIC/CEC acquires selected docu-
ments concerning children and youth who
require special sesvices. Included are the
visually, aurally, physically or mentally
handicapped, the emotionally disturbed,
and those with learning disubilities and
speech defects. Several years ago CEC
created what it terms an “educational
grapevine” and assembled a group of 58
experts in the special education field who
could readily suggest channels for the
dissemination of special education infor-
mation and identify current issues, pro-
jects, research efforts and other relate<
activites in this growing field.

Higher Education

George Washington University
Suite 630

One Dupont Circle
Washington, D.C. 20036

ERIC/CHE is responsible for analyzing
and disseminating materials from two
basic sources: articles that appear in
higher education periodicals and fugitive
documents on or about higher education
(thatis, publications and manuscripts that
are not normally collected and catalogued
by academic libraries). CHE acts as an
information synthesizer through its infor-
mation analysis products which include
bibliographies on specific issues, state of

- the art monographs, and literature review

papers. The only higher education matters
excluded from CHE's scope are docu-
ments onteacher education and the teach-
ing ot English in higher education.
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